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A COMPARISON OF THE ORGANIZATIONAL CLIMATE OF SCHOOLS
ADMINISTERED BY FEMALE AND MALE ELEMENTARY SCHOOL PRINCIPALS
Abstract of the Dissertation
The purpose of tllis.study was to compare the organizational climate
of schools administered by female elementary school principals with
those administered by male elementary school principals as perceived
by teachers. A comparison was made to determine differences in the
perception of teachers of (1) organizational climate, (2) specific
behaviors of each group of principals; and (3) specific behaviors of
the staffs working with each group of principals.
population for this study was comprised of teachers in public
P1ll!?ils in kindergar...en thro:~gh gra~e eig~t or
any portion thereof. A random selection of fifteen staffs working
with female principals and fifteen staffs working with male principals comprised the sample. The total number of participants in this
study was 527 which represented 91% of the teachers of the selected
staffs. The Organizational Climate Description Questio~naire,
developed by Halpin and Croft, was used to assess the organizational
climate, the specific behaviors of the principals and the analyses
of crosstabulation and the multivariate analyses of variance.
~e

s~ls ~ch serve

As a

of the study the following conclusions were drawn:
si~ificant difference in organizational climate
between schools administered by female principals and schools
administered by male principals as perceived by teachers.
2) There was no significant difference between female principals
and male principals with regard to the leader behavior, Consideration, (friendship, mutual trust, respect, and warmth) as per~--
ceived by teachers.
3) There were significant differences betwee.n female principals
and male principals with regard to the leade~ . behaviors of
Thrust, Production Emohasis, and Aloofness as perceived by
teachers; that 1s, female principals exll:DSited greater concern
with moving the organization toward its goals, with closer monitoring of teachers, and with being guided by rules and policies.
4) There were no significant differences in the perceptions qf
the staffs of female ~rincipals and the staffs of male principals
with regard to the staff behaviors of Hindrance (the degree to
which teachers feel their work is hindered by routine duties and
busy work); ~sprit (morale); and Intimacy (the enjoyment of
friendly soc1al relations).
5) There was a significant difference in the perceptions of the
staffs of female principals and the staffs of male principals
with regard to the staff behavior of Disengagement; that is, the
staffs of male principals perceived themselves as "going through
the ~otions" of problem solving more than did the staffs of
female principals.
6) Generally there were no significant interaction effects between
sex of principal and sex and/or age of teacher. There appeared to
be greater interaction effect between sex of principal and numbers
of years of experience of teachers than the other two relationships
investigated.
~esult

1) There was no
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It was concluded that females are perceived by teachers as being as
competent in leadership roles in elementary schools as males.
The following recommendations for future studit;:!S were made:
1) A study of current trends in recruitment practices in the
selection of administrative personnel.
.
2) A study of perceptions of superintendents and board members
regarding females in leadership roles.
3) A study of financial remuneration and assiqnment of titles
of females as compared to males with comparabie responsibilities.
4) A study of role conflict due to cultural expectations among
females .in leadership positions.
5) A study of promotion practices in sch~ls at all levels as
well as in business fields.
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CHAPTER I
INTRODUCTION
During the past decade the potential role of women in the work
force of the United States was enhanced by legislative action at the federal level.

Title VII of the Civil Rights Act which was approved on

July 2, 1964 prohibits discrimination based on sex in addition to the
usual grounds of race, color, religion and national origin.

It is now

unlawful for an employer to discriminate on the basis of sex in (1) hiring
or firing, (2) wages, terms, conditions or privileges of employment,
(3) classifying, assigning or promoting employees, and (4) training, re-

training or providing apprenticeships.

1

i
~--

The Citizen's Advisory Council

on the Status of Women considers Title VII a congressional mandate for
full economic opportunity for women.

2

The federal government, in essence,

is committed to the view that "women are people and people are equal in a
democracy." 3 However, regardless of legislative action by the federal

women' s Bureau, -~~ws on Sex Discrimination in Employment, Federal
Civil Rights Act, Title VIII, State Fair EmRloyment Practices Laws, Executive
Orders (Washington, D.C.: Department of Labor, 1970), ED 052 313, p. 4
1

2

Equal Employment Opportunities for Women Under Title VII of the
. Civil Rights Act of 1964: A Memorandum on Policy for the Equal Employment
Committee Submitted by the Citizen's Advisory Council to the Inter-departmental Committee on the Status of Women and Transmitted with the Approval
of the Committee (Washington, D.C.: Dept. of HEW, 1965), ED 022 883, p. 1
3

california University Los Angeles Extension Service, Sex Discrimination in Employment Practices (Washington, D.C.: Dept. of Labor, f968),
ED 052 292, p. 23.
1

.!

2

government and fair employment practices acts by the states, the
profile of the nation's work force "continues to reveal a heavy concentration of women in lower grade levels and clerical positions
although the total number of women continue to increase"; 4 and concurrently, within the jurisdiction of the Equal Employment Opportunity
Commission, discrimination because of sex was cited in 24 percent or
2i003 of the cases in 1967.

5

Judging by these figures, it is difficult to agree completely
with the latter part of Cohen's statement that "old myths about a woman's
intelligence and performance still persist, although some progress has
been made in beating them down."

6

It is apparent that progress, in this

sense, has not been made in the public elementary school setting of the
United States;

for what was once, and still is, predominantly a woman's

arena, the women's role in administration of the schools has diminished.

7

Statement of the Problem
Historically, women have had difficulty in occupational choices

4
united States Civil Service Commission, ~S~t~u~dy~·~o~f~E~m~p~l~o~ym~e~n~t~o~f
Women in the Federal Government 1968 (Washington, D. C.: U.S. Printing
Office, 1969), ED 039 357, p. 4.
5california University Los Angeles Extension Service,~· cit.,

p. iv.
6 wilbur J. Cohen, Womanpower Policies for the 1970's. Seminar
on Manpower Policy and Program (Washington, D.C.: Dept. of Labor, 1967),
ED 042 872, p. 9.
711 Professional Women in Public Schools, 1970-71," NEA Research

Bulletin (October, 1971), p. 67.

-

!

3

. .

an d opportun1t1es;

8

Heist

g

ficulties in career choices;
and Siegal and Curtis

12

.

and Wall1n

Io

reported that women face dif-

after concluding their studies, Leland

11

also confirmed that women have difficulty in

the selection of careers due to assumptions regarding the role of women
in our culture.
Noland and Bakke,

Furthermore, studies of Astin, 13 Ginder, 14 Freeman,
16

and Pietrofess and Schlossberg

17

15

report that there

is discrimination against women in employment opportunities.

Whereas

8
california University Los Angeles Extension Service,

££· cit.

9

Paul Heist, "A Commentary on the Motivation and Education of
College Women," Journal of the National Association of Women Deans and
Counselors, 25 (January, 1962), p. 51
10

Paul Wallin, "A Cultural Contradiction and Sex Roles: A Repeat
Study," American Sociological Review (April, 1950), p. 290.
11

Carole A. Leland, "Women-Men-Work: Women's Career Aspiration
as Affected by the Male Environment." Dissertation Abstracts,
3290A (April- June, 1967).
12

A. Siegal and E. Curtis, "Familial Correlates of Orientation
Toward Future Employment Among College Women," Journal of Educational
Psychology, 54 (February, 1963), pp. 33-37.
13Helen S. Astin, The Women Doctorate in America (New York:
Connecticut Printers, 1969), p. 106.
14 charles E. Ginder, "Factor of Sex in Office Employment,"
Office Executive (February, 1961), p. 13,
15Jo Freeman, Women on the Social Science Faculties since 1892.
A draft of a speech given at the Political Science Association Conference and University of Chicago Panel on the Status of Women, 1969,
ED 041 567, pp. 1-8~
16 E. W. Noland and E. W. Bakke, Workers Wanted: A Study of
§.!!!ployers' Hiring Policies, Preferertces and Practices in New Haven
and Charlotte (New York: Harper and Bros., 1949), p. i2.
17
John J. Pietrofess and Nancy K. Schlossbert, Counselor Bias
and the Female Occupational Role (Detroit, Michigan: Wayne State
University, 1970), ED 044 749, p. 7.

i

>]--

4

the role of women in the labor force has expanded, the role women have
played in the professional and semi-professional fields has not.

In

1940, 45 percent,of all the professional and technical positions were

held by men, and 55 percent were held by women.
women held only 37 percent of such jobs.

In 1969, however,

18

In the public schools in the United States, the professional
staff is composed predominantly of women.

In 1970-71, 1,366,830 or

67.2 percent of the full time teachers were women.

Women comprised

67.4 percent of the auxiliary staff (_librarians, counselors, nurses,

psychologists, etc.) as well; however, in the area of administration,
the percentage of women is low:

15.3 percent principals, 15.0 percent

19
. t ant pr1nc1pa
. . 1s, 25 . 9 percent centra 1 off.1ce adm.1n1strators.
.

ass~s

The proportion of female elementary school principals has decreased from
55.0 percent in 1928, 41.0 percent in 1948, 38.0 percent in 1958, 22.0

percent in 1964

20

.
21
to 21.0 percent 1n 1971.

The decline of women in elementary school principalships, as
indicated by both the DESP

22

and NEA

23

studies, raises a question

18

D.C.:

women's Bureau, Underutilization of Women Workers (Washington,
U.S. Government Printing Office, 1971), ED 051 373, p. iv.

1911 Professional Women,"

NEA~ p. 67.

20

Department of Elementary School Principals, The Elementary
School Principalship in 1968 (Washington, D.C.: Department of Elementary
School Principals/National Education Association, 1968), p. 11.
2111.Pro f ess1onal
.
Women," NEA, p. 67.

22

Department of Elementary School Principals,

2311 Professional Women," NEA, p. 67.

~cit.

5

regarding the proper utilization of women in this segment of our labor
force.
The problem of this study is related to the lack of females in
administrative positions in elementary schools.

Are men perceived to

demonstrate more leader behavior than women in actual practice?

Is

the organizational climate of schools administered by females different
than those administered by males?

In order for public school adminis-

trators to better utilize females in leadership positions, they must
know if female administrators are perceived to be as effective in
fostering an organizational climate similar to their male counterparts;
this information is vital in recruitment, training and placement.
Purpose of the Study
The purpose of this study was to compare the organizational
climate of schools administered by females with those administered by
males.

Organizational climate of a school can be affected by many

variables, for example the physical plant and the interaction and/or
support of the community for the school;

24

however, the elements in-

vestigated in this study were limited to the interaction between
principal and staff and the interaction among the staff.

The specific

leader behaviors of the principals investigated were Consideration,
Production Emphasis, Aloofness, and Thrust; and characteristics of

the staff investigated were Disengagement, Hindrance, Esprit and

24

Donald H. Ross, Administration for Adaptability (New York:
Teachers' College of Columbia University, 1958), pp. 129-289.

I
---

6

Intimacy.

Staff members of female and male elementary school principals

were surveyed.

Procedure of the Study
The writer, a public school administrator, was concerned with
the lack of women in line positions in the public school system and
with the explicit and implicit attitudes regarding suitability of women
for leadership positions.

A review of dissertation abstracts and ERIC

documents revealed very few studies of women's performance and the effect of their performance related to the organizational climate of
elementary schools as compared to their male counterparts.

The state-

ment of the problem of this study thus took form from the concerns of
the writer and from the lack of research in the area.

The literature

with assistance from a computer search of ERIC documents by the Department of Health, Education and Welfare, was thoroughly researched.
The Organizational Climate Description Questionnaire, a questionnaire widely known in the field of administration, was selected as
the tool to collect data; those surveyed for the data were teachers
working with female principals and those working with male principals
in a county.

The instrument was administered at the school site in

group situations.

Brief biographical information was collected from

the respondents.
The data were collected and analyzed to determine if female and
male elementary school principals are perceived to maintain different

7

organizational climates.

Further analyses were made to determine if

respondents differed in their perception according to sex, age, and
years of experience in public school work.

Recommendations for future

studies and for general implementation in the public schools were also
included in the study.
Hypotheses of the Study
The study was based on the following hypotheses:
Hypothesis 1.

There is a significant difference in organiza-

tional climate between those schools administered by female principals
in comparison to those administered by males, as perceived by teachers.
Hypothesis 2.

There is a significant difference between female

and male elementary school principals in the leader behavior of Consideration, as perceived by teachers.
Hypothesis 3.

There is a significant difference between female

and male elementary school principals in the leader behavior of Thrust,
I

as perceived by teachers.
Hypothesis 4.

There is a significant difference between female

and male elementary school principals in the leader behavior of Production Emphasis; as perceived by teachers.
~ypothesis

5.

There is a significant difference between female

and male elementary school principals in the leader behavior of Aloofness,
as perceived by teac.hers.

Hypothesis 6.

There is a significant difference between those

schools administered by female and male elementary school principals in

8

regard to Hindrance, as perceived by teachers.
Hypothesis 7.

There is a significant difference between those

schools administ,ered by female and male elementary school principals
in regard to Disengagement, as perceived by teachers.
Hypothesis 8.

There is a significant difference between those

schools/administered by female and male elementary school principals in
regard to Esprit, as perceived by teachers.
Hypothesis 9.

There is a significant difference between those

schools administered by female and male elementary school principals in
regard to Intimacy, as perceived by teachers.
In addition to these hypotheses, the study determined if there
is a difference in perception of the principal's behavior between female and male respondents.

Furthermore, the study determined if there

are differences in perception among respondents according to age and
according to numbers of years of experience in public school work.
r----

Significance of the Study

i'
i-

i
I

The study is significant for the following reasons:
1.

The results may increase the understanding of the compe-

tencies and/or suitability of females for administrative work and for
maintaining suitable organizational climate.
unsuited for administrative positions.

Women are assumed to be

Ginder reported that the re-

sults of a 1960 study conducted by the National Office Management
Association indicated that men were favored over women as supervisors.
Sixty-eight percent of the respondents preferred men, whereas only 11

9

percent favored female supervisors.

Ginder concluded, "whether or not

women make effective supervisors, employers and workers alike frequently
seem to believe that women supervisors are ·not as effective as men.
To the extent that this belief guides hiring and promotion policies,
supervisory and executive jobs will tend to be reserved for men. 1125
Furthermore, men are considered to command more respect than women,
therefore, are better suited for management positions.

26

In the teaching profession, Saunders studied the attitudes of
select superintendents and school board members and found that the opportunities for women to pursue administrative careers are limited
inasmuch as in a choice between two candidates equally qualified, one
male and one female, the male would be chosen.

Secondly, women are

likely to be appointed to staff positions as opposed to superintendencies
or principalships.

27

~-

In addition, Schriber concluded tlrnt men tend to

select men more often than women for administrative positions,

28

and

since there are more men than women in public school administrative
work

29

the men, in essence, are perpetuating their own kind in these

25G· d
· 1n er,

~

"t
c1.:...

26
Noland and Bakke,

~cit.

27

susanne Saunders, "The Attitudes of Superintendents and Board
of Education Members in Connecticut toward the Employment and Effectiveness of Women as Public School Administrators," Dissertation
Abstracts, 321, r45A (July-August, 1971).
28

Hazel Ellen Schriber, "The Effect of Sex on Candidates on the
Selection of Elementary School Principals," Dissertation Abstracts,
32 ~ 2374A (November-December, 1971).
29

Department of Elementary School Principals,

~cit.
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positions.
2.

The results of the study may acknowledge the achievements

of women and provide data to support bringing personnel practices in
closer accord with merit by eliminating some of the myths and fallacies
which have in the past all but denied women entry into certain occupations, especially administrative positions.

Elizabeth Kuck, a member

of the Equal Employment Opportunity Commission, stated that even after
the enactment of Title VII of the Civil Rights Act, "Women applicants
for professional jobs are still asked about their typing and shorthand
skills no matter what their educational achievements . 113

° Furthermore,

opportunities for women in administrative positions are still limited.
Koontz states that t.tbarriers are still high against employing women in
'

I
I

professions other than those traditionally associated with women, and
many of the myths regarding woments ability to hold administrative and
managerial positions still prevai1. 1131
3.

The results of the study may encourage women to seek em-

ployment opportunities in management and administration.
many motivating factors which lead them to work:
constructive and creative use of their

time~

Women have

they want to make

they want to improve the

family's standard of living; they want to help send the children to
college; they want to help buy a new house, etc.

32

30c l'f · . U .
' .
Los Ange 1 es Ext ens1on
.
Serv1ce,
.
a 1·orn1a n1vers1ty

p. 5.
31

woments Bureau, ~cit.

32

Cohen, ~cit., p. 6.

i

However, the

~---

.t

~~~

11

unemployment among women, and "the underutilization of American women
continues to be the most tragic and most senseless waste of this
country."

-

I

.33

4.

The results of the study may help to identify an area in

which greater efforts must be made to insure equal opportunities for
women.' The report from the President's Commission on the Status of
Women appointed by John F. Kennedy included a statement that "greater
development of women's potential and fuller use of their abilities can
greatly enhance the quality of American life. 1134

Furthermore, the Com-

mission stated that failure to utilize the talents and abilities of all
our citizens diminishes our total effort and deprives the economy of
workers needed for domestic programs.
ambitious

woman~

.35

For the professionally

the results of the study may be particularly signif-

~-

icant because this group "is doubly handicapped in the attainment of
her goals, handicapped by the prejudice and competition of men and by
the lesser professional ambitions of most women and the employment
policies which take account of that lesser ambition. 1136
Definitions
For the purpose of this study the following definitions were
~~--

33

Ibid.

34

Report of the President's Commission on the Status of Women,
American Women (Washington, D.c.: U.S. Government Printing Office,
1963), p. 1.
35

Ibid., p. 3.

36
oael Wolfe, America's Resources of Specialized Talent (New
York: Harper, 1954), p. 236.
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used:
Principal.
school having

Full time chief building administrator of a public

gr~des

K-8 or any portion thereof.

Schools excepted are

those designated as (a) schools maintained solely for educationally
handicapped, mentally handicapped and/or physically handicapped (deaf,
hard of hearing, blind or orthopedically handicapped) or a combination
thereof, and (b) juvenile halls.
Teachers.

All full time certificated staff members assigned

on a full time basis to the school of the principals selected.
Consideration.

Behavior indicative of friendship, mutual trust,

respect, and warmth in the relationship between the leader and members
37
of the staff.
Thrust.

Behavior by the principal which is characterized by

his evident effort in trying to "move the organization," the principal's
effort to motivate the teachers through the example which he personally
sets.

38

Production Emphasis.

Behavior by the principal demonstrating

close supervision of the staff and demonstrating the role of a "straw

boss, 1' behavior in which communication is one way and which does not
demonstrate sensitivity to feedback from the staff.
Aloofness.

Behavior by the principal which is characterized

Andrew W. Halpin, Jheo~nd Research in Administration (New
The Macmillan Company, 1966), p. 8{,=;--... - -

37

York:

39

38
39

Ibid.
Ibid.

i- ~

'
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as formal and impersonal; behavior which demonstrates that the principal prefers to be guided by rules and policies rather than to deal
. h teac h ers 1n.an
.
. f orma 1 , f ace-to- f ace s1tua
.
t"1on. 40
WJ.t
1n
Hindrance.

The teachers' feeling that the principal burdens

them with routine duties, committee demands, and other requirements
which the teachers construe as unnecessary busy work.

The teachers

perceive that the principal is hindering rather than facilitating their
work.

41

Disengagement.

This dimension describes the degree to which a

group is "going through the motions," a group that is "not in gear"
with respect to the task at hand.
'Esprit.

42

This dimension refers to "morale."

The teachers feel

that their social needs are being satisfied, and that they are, at the
43
·
· ·
· the1'r J'obs.
same tJ.me,
enJoyJ.ng
a sense of accomp 1·lS hm ent 1n

Intimacy.

This dimension refers to the teachers' enjoyment of

friendly social relations with each other.
Organizational climate.

44

Personality of the school; the psycho-

logical dynamics of the members of the group.

40

45

The global assessment

Ibid.

41

Andrew W. Halpin and Don B. Croft, The Organizational Climate
of Schools (Report Developed by HEW, 1962), p. 40.
42
43

44
45

Ibid.
Ibid.
Ibid.
Ibid., pp. 1-5.
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of the interaction between the task-achievement dimension and the
needs satisfaction dimension within the organization. 46
Limitations
The study has the following limitations:
1.

The facets of organizational climate investigated in this

study are limited to those interactions between the staff and the principal and among the staff.
2.

No attempt is made to determine the reason(s) for the

perception of those surveyed.
3.

The study is limited to1 principals working in public

elementary schools ..
Organization of the Study
The study is organized into five chapters.
the contents of each of the chapters follows:

A description of

47

Chapter I includes the introduction to the study, the statement

of the problem, and the purpose of the study.

It also includes the

procedure followed to plan and implement the study.

The significance

of the study, the definitions of select terms used in the study and the
L----

46

R.

c.

Lonsdah, "Maintaining the Organization in Dynamic

Equilibrium~ it in D. G:t'i:f£:l.ths (ed.); Beh~VJor.!l:t f!t;ience anf.l l$duc.~
tional Ad_!llin_i~ration, 63::r.d Yearbook of the NSSE, Part II EChicago:

University of Chicago Press, 1964), p. 166.
47

oavid J. Fox, The Research Process in Education (New York:
Holt, Rinehart &Winston, Inc., 1969), pp. 709-749.
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limitations are included.

Chapter I also contains a description of

the study.
Chapter ,II is devoted to a review of the literature and research
related to the role of women as leaders in education and to organizational climate.

The chapter is divided into four main sections.

The

first section includes a review of the literature and research on the
role of women in the labor force.

The second section includes a

review of the literature and research on the role of women in public
school work.

The third part includes a review of the literature

and research regarding leadership and includes a sub-section on the
approaches to study leadership.

Another sub-section of this section

focuses on the role of women in administration and management.

The fourth

section includes a review of literature and research on organizational
climate.
The methodology and procedures of the study are described in
Chapter III.

The chapter includes a description of the study, of the

population and sample selection procedures and the methodology to collect data,

The instrument used is described in Chapter III and the

hypotheses are stated in null form.
The data collected are presented in Chapter IV.

The analyses

of the data and the findings of the study are reported.
Chapter V includes the conclusions of the study.

tions for futu:r.e studies are included.

Recommenda-

16
Summary
The first chapter of this study indicated that the Title VII
of the Civil Rights Act has the potential of ending discrimination based
on sex for full equal employment opportunities for women;
women are far from reaching that goal.

however,

Also included in the chapter

were the statement of the problem and the purpose of the study.

The

chapter included the procedure which was followed in the study, the
hypotheses which were tested, the significance of the study and a list
of definitions of significant terms. · The chapter also included the
limitations of the study and a description of the study.
The following chapter includes a review of the literature
related to the role of women in the general labor force.

A review of

the literature regarding the role of women in the public schools of the
United States and the role of women in leadership roles in schools is
also included.

CHAPTER II
REVIEW OF THE LITERATURE AND RELATED RESEARCH
The literature and research related to the role of women as
leaders in education and to organizational climate are reviewed in this
chapter.

The role of women in the general labor force and the role of

women in the public schools of the United States are described in the
first section.

The second section includes a review of the literature

and research regarding leadership, and methods used to study leadership.
The third section includes a review of literature and research on organizational climate.
The Role of Women in the Labor Force
The role of women in the United States has changed during the
past century.

There have been a number of forces in our society which

have contributed to this change; among those forces are the advancement
in technology and the shift of population from a rural to an urban
.

settmg.

'I

i

1

During most of the nineteenth century this country was predominantly agricultural.

The pioneer family typically worked the soil

together mainly to feed and clothe themselves.

The pioneer woman

1samuel Koenig~ ~~_§p~!ety (New York:
1957), pp. 279-301.
17

Barnes and Noble,

'

'-----

18
typically raised farm animals and grew vegetables and fruits to insure
the family food supply.
and/or flax.

She made clothes for the family out of wool

The goods she produced were often used as a trade for

other commodities which were not available on her farm:

butter, eggs,

jelly, pickles, bread and other goods were sold and traded.

Thus, the

work of women was concerned with insuring the abundance of.the food
supply and other necessities on a day-to-day basis, as well as providing produce which could be used to secure other needed goods.

The

pioneer woman, therefore, was a farm hand, housewife, seamstress, producer, processor and seller of foods, as well as nurse, cleaning woman,
companion and mother.

Her life was a hard one and she toiled daily from

before sunrise to late at night without benefit of electricity or gas
power, running water and other modern conveniences.

2

In the cities women contributed to the meager income of the
family by sewing buttons on trousers, by being a laundress, by providing domestic service as housekeepers, chambermaids, cooks, and
servants.

3

In the major cities many women earned money by working in

factories as early as the first part of the nineteenth century.

Women

spun and wove fabrics in the textile mills in the New England states.

By 1890 there were approximately a million women working in factor-

2
Elisabeth Anthony Dexter, Colonial Women of Affairs (Boston:
Houghton Mifflin Company, 1924).
3

Robert W. Smuts, Women and Work in America (New York:
Bros., 1971), p. 18.

Schocken

19
ies.

4

A large group of women was employed as teachers and nurses; how-

ever, other professions were exclusively for men.
around 1890

teac~ing,

5

Smuts concluded that

domestic services and manufacturing employed the

largest number of women and that they outnumbered male workers.

Fur-

thermore, he states that by 1890 a growing number of women were working
in retail sales and in office jobs. 6
As the population in this country shifted from rural agricultural to urban and as the technology on the farm increased, women's
work changed.

The new farm machinery decreased the need for women's

work on the farm; technology decreased the need for her labor in
textile mills, in food processing and home sewing.

Her role in the

family changed as families became smaller, as the physical needs of
the family became more accessible, as children began to spend more time
in school.

Although the nature of her occupation changed, women have

continued to provide an extensive amount of energy in the labor force
of the United States.

In 1969, thirty-one million women from the ages

of 16 to 70 were in the labor force; they represented every color and
creed; they represented the farms, suburbs and cities.

7

New job op-

portunities, educational advancement, increased leisure time,

8

the

4sophonisba P. Breckenridge, Women in the Twentieth Century
(New York: McGraw-Hill Book Company, 1933), pp. 138-166.
5

Smuts, ~cit., p. 20.
6
Ibid., p. 24.
7
Women's Bureau, Women Workers
of Labor, June 1970), ED 051 373.

8

Ibid.

Tod~~

(Washington, D.C.:

Dept.
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desire for financial independence and the desire to improve the family's
standard of living 9 have all encouraged women to stay in the labor
force. As indic,ated in Table I the percentage of women in the labor
force has been slowly increasing during the past ten years. 10
Table 1
The Number and Proportion of Females in the Totfi I.abor
Porce During 1960-1970 Categorized by Age

1960 1965 1968 1969

1970

Percentage of women
comprising total
labor force

31.2% 33.6% 35.0% 35.5% 36.4\

Total Female Labor
Force (in millions)

22.5 26.0 28.8 29.9 31.2

Ages
Ages
Ages
Ages
Age.s
~ge

16-19
20-24 ·
25-34
35-44
45-64
65 and over

2.0
2.5
4.0
5.2
8.0
.9

2.4 2.6 2.7 2.9
3.2 4.1 4.6 4.8
4.4 5.1 5.3 5.7
5.7 5.9 5.9 6.0
9.2 10.1 10.4 10.7
1.0 1.0 1.1 1.1

Regardless of the abundance of women in the labor force, equal
opportunity for women continues to be a problem.

In our own federal

government, for example, one hundred ten years elapsed from the time
the federal government hired its first female, a postmistress, to the
i

---·-

cohen, ~cit._

9

10u.s. Bureau o£ Census, Statistical Abstracts of the United
States, 1971 92nd Edition (Washington, D.C.: U.S. Government Printing
Office, 1971), p. xv.
11

Ibid., p. xvi.
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time the Treasury Department hired women clerks.

In 1883 the Civil

Service Act encouraged women to compete in civil service examinations
on the same basis as men; however, equal pay for equal work between
the sexes did not become a reality until 1923.

12

Kreps found that one-fourth of all employed women work in one
of five occupations.

They are secretary-stenographer, household worker,

bookkeeper, elementary school teacher or waitress.

13

She further

states that although 42 percent of all bachelor's degrees are earned
by women, women account for less than ten percent of the engineers,
seven percent of the physicians, fifteen percent of the salaried managers
and officials and twenty-one percent of the professional workers outside the traditional female fields of health and education.

14

From

their study, the U.S. Women's Bureau concluded that the ed~cational
background of many women is not being fully utilized in their jobs 15
and "failure to utilize fully the talents and abilities of women
diminishes our total productive effort, deprives the economy of workers
needed for vital domestic programs and has a depressing effect on the
.. b structure.
..
,,16
wh. o1 e JO

12

u.s.

Civil Service Commission, ~. cit., p. 1.

13Juanita Kreps, Sex in the Marketplace: American Women at Work
(Baltimore: The Johns Hopkins Press, 1971), p. 3.
14
.
Ibid., pp. 47~48,
15

women' s Bureau, Underutilization of Women Workers, £1?..:... cit., p. 18.

16 Ibid., p. ii.

22
Since the enactment of Title VII of the Civil Rights Act on
July 2, 1964, it is now illegal for an employer to discriminate on the
basis of sex in .providing employment opportunities.

However, the Civil

Rights Commission continues to report large numbers of grievances filed
regarding discrimination cases based on sex.
The Role of Women in Public School Work
The role women have played in the education of children of this
country began before the birth of this nation.

Dexter states that "by

1670 or 1680 the common schools were frequently taught by women,"

17

and

that "it is apparent that pre-Revolutionary women played an important
part as elementary .teacher,.as school dames in the town school, as
mistress of the boarding school and as governess."

18

Smuts notes that

I

it was common for young girls in the rural south and the midwest to
supplement the family's cash resources by teaching schoo1.

19

He further

states that "a quarter million school teachers made up the only other
large group (other than factory workers) of women employed outside
their homes 1120 and it seems that during the early part of the nineteenth century, teaching was virtually the only job of a professional

17
18

Dexter,

p. 79.

Ibid., p. 97.

19Smuts,
20

~cit.,

~cit.,

Ibid. , P· 19.

pp. 8-9.

23
nature which was available to women with some education. 21

Because

of the limitations of job opportunities, young women were often willing
to teach at
task.

one~~alf

or one-third of what men received for the same

In 1857, the average salary for men teachers in PennsypVania

was $24.00 a month compared to $16.60 for women; in Wisconsin, $24.60
compared to $15.16; in Indiana, $24.00 compared to $17.00, and in
Massachusetts, $46.63 compared to $19.70 for women.

22

Women teachers were not allowed membership in the National
Teachers Association when the organization was established in 1857.
It was not until 1866 that the restriction of women was dropped.

23

During and after the Civil War the percentage of women teachers
increased,

24

and by 1870 women teachers outnumbered men teachers by

123,000 to 78,000.

25

The percentage of male teachers in public ele-

mentary schools has fluctuated somewhat during the past 100 years, but
at .the present the percentage is somewhat the same as it was 100 years
ago.

See Table 2.
The range of the number of years of public school experience

of men teachers and women teachers is comparable.

In 1970, 25.1 per-

cent of the men teachers had one to three years of experience as

21
22

&Bros.,
23
24
25

Ibid.
Edgar Wesley, NEA:
1957), pp. 9~10.

The First Hundred Years (New York:

Harper

Ibid., p. 323.
Ibid., p. 324.

Alvin Renetzky and Jon S. Greene (eds.), Standard Education
Almanac, 1971 (Los Angeles: Academic Media, 1971), p. 54.

L _____
I

r

24
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Table 2
Number of Public Elementary and Secondary
School Teachers from 1869-70 to 1967-68
Categorized by Sex26

Year

Male Teachers

Female
Teachers

Percent of Teachers
Who are Female

1869-70

78,000

123,000

61.3

1879-80

123,000

164,000

57.2

1889-90

126,000

238,000

65.5

1899-1900

127,000

296,000

70.1

1909-10

116,000

413,000

78.9

1919-20

93,000

565,000

85.9

1929-30

140,000

703,000

83.4

1939-40

195,000

681,000

77.8

1949-50

195,000

719,000

78.7

1959-60

402,000

985,000

71.0

1965-66

568,000

1,218,000

68.2

1967-68

616,000

1,341,000

68.5

compared to 23.4 percent for the women; 18,3 percent of the men had
four to six years of experience as compared to 18;1 percent Of the
women teachers; 13.6 percent had seven to nine years of experience compared to 9.9 percent o:£ the women; 18.1 percent of the men had 10-14
years of experience as compared to 14.6 percent of the women teachers;
10.5 percent of the men had 15-19 years of experience compared to 10.0

percent of the women, and 16.7 percent of the men compared to 14.5 percent of the women had 20 plus years of public school experience. 27

26

27

Ibid., pp. 54·55.
U.S. Bureau of the Census,

~cit.,

p. 122.

- - - -

25
Although the range of years of public school experience is somewhat
similar, an NEA survey of 1971-72 salaries shows that the mean salary
of men teachers',contracts is $9,854 as compared to $8,953 for women.

28

The number of women in leadership roles in the major national
professional organization has not been representative of the members
of the profession.

Although women'outnumbered men two to one in 1870,

there were objections to women holding office in the organization;
29
however, in spite of these objections a few women were elected.
During the years from 1871-1907 there were 34 presidents of the
mentary department; 11 of these were women.
officers during the same time, 40 were women.

ele~

Of the total of 102
30

In 1910 a woman was elected to the presidency of NEA for the
first time.

She was Ella Flagg Young, who was superintendent of the
31
Chicago schools.
Between 1917 and 1945, a woman was elected to the
presidency every odd-numbered year, and since 1945 the situation has
been reversed, with a woman elected on even-numbered years and men
32
elected on odd-numbered years.
At the elementary school level, the percentage of women as

Elizabeth Koontz, The Best Kept S~cret, o.~ the PastS,OOO
Y¢~_r.s : .. Women. ~re Reat;l ·=Jo_r .Leadership in .gduc,.a ~-~&n (B 1bomington,
In :iana: The Phi Delta Kappa Educational Foundation, 1972), p. 44.
28

29

Wesley,~~~

30 Ibid.
31
32

Ibid.
Ibid., p. 327.

p. 325.

26

public elementary school principals has diminished from 55.0 percent
in 1928

33

to 21.0 percent in 1971. 34

in 1968, the
43 .

med~an

In a survey conducted by DESP

age of the 1,463 male principals in the sample was

.
. . 1 s was 56 . 35
The med ~an
age of t h e women pr1nc1pa

The DESP report

showed that in 1968 women entered the principalship later in their
careers than did ment.

approximately 24 percent of the men had zero

or one years of classroom experience prior to becoming a principal,
whereas only 1.7 percent of the women fell into this category; 59.2
percent of the men and 23.4 percent of the women had two to nine years
of classroom experience; 14.6 percent of the men and 40.7 percent of
the women had 10-19 years of experience; 2.3 percent of the men as
compared to 29.0 percent of the women had 20-29 years of classroom
teaching experience, and .2 percent of the men and 5.3 percent of the
women had 30 or more years of classroom experience before becoming
· . 1 . 36 Approx1mate
.
1y 60 percent of t h e men and 61 . 2 percen t
a pr1nc1pa

of the women had served in only one school; 25.6 percent of the men
and 20.3 percent of the women had served in two schools, and 15.3
percent of the men and 18.5 percent of the women had served in three
or more schools.

33

37

oepartment of Elementary School Principals, ~cit.

3411 Professional Women," NEA, p. 67.
35

Department of Elementary School

36
Ibid., p. 20.
37

Ibid., p. 23.

Principals,~

cit., p. 57.

27

Although 63.9 percent of all the full time professional staff
of all public schools were women, during the 1970-71 school year only
13,186 or 19.6

p~rcent

of the administrative and supervisorial posi-

tions such as principals, superintendents, assistant superintendents,
in the public schools were filled by women.

38

Further specifics re-

garding such positions are shown in Table 3.
It is apparent that historically and in the contemporary scene
women have dominated the teaching profession numerically; however, women
have had a limited role in leadership positions.

Kreps states, "Perhaps

no other profession is now the focus of as much. criticism for its alleged discrimination against women" than the public school system. 39

· Table 3
·Estilllated'NUDlber o£ FUll 'Time PuliHc'Sehool Professional 'Employees
. .
·
by Sex, 1970-197140
..

Position
Instructional
Staff (Teachers)
Principals
tlemontary
Junior High

Total
2,034;581
47,714
8,782

Asst. Principal
Elementary
5,119
6,777
Junior High
Central Office
Administration:
14,379 .
Superintendents
731
Deputy Supt.
4,402
Asst. Supt.
Total: All
professional ata£f: 2,302,212

Number of Staff
Men
Women

Pereent of Total
Men
Wo111en

1,366,830

. 32.8

67.2

37,673
8,472.

10,041
310

79.0
96.5

21.0
3.5

3,388
6,022

1,731
755

66.2
88.9

33.8
11.1

. 14,289
676
4.276

90
55
126

99.4
97.1

0.6
7.5
2.9

. 830,862

1",471,350

36.1

63.9

667,751

3811 Professional Women," NEA, p. 67.
39
Kreps, .£E.:_ cit. , p. 48 .
4011 Professional Women,"

NEA, p. 68.
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Leadership
This section of the chapter is concerned with leadership.

The

section begins with a review of the literature and research on the his•.

torical perspective of leadership and the study of leadership.

The final

pages are devoted to an investigation of women in leadership positions.
Historical Perspective of Leadership
One of the early pioneers in the study of administration was
frederick Taylor. 41 Taylor emphasized increased output through greater
efficiency through "scientific management."

42

Thus, the effective

c

leader was one who was proficient as an "efficiency expert."
Fayol was another early pioneer in studying administration.

Henri
He de-

scribed the tasks of administration as follows:

41

1.

To plan, to study the future and arrange the plan of
operation.

2.

To organize, to build up the material and human
organization of the business, organizing both men
and materials.

3.

To command, to make the staff do their work.

4.

To coordinate, to unite and correlate all actl.vities.

5.

To control, to see that everything is done in accord~ce wit~ the ~les which have.been 3aid down and the
1nstruct1ons wh1ch have been giVen. 4

aetram M. Gross, 1'The Scientific Appt•oach to Administration,"
in Daniel E. Griffiths (ed.), Behavioral Science and Educational Adminstration. (Ch~cago: The UniversHy of "Chicago Press, 1964), p. 36.
42
Ibid., p. 38.
43Henri Fayol, General and Industrial Management (London: Sir
Isaac Pitman &Sons, 1949), p. 6, as quoted in Gross, p. 40.

29
Fayol viewed administration as a responsibility of many in
an organization.

He felt that everyone should participate to some

extent in administration, although some would have more participation
and responsibility than others. 44
The era of scientific management reached its maximum popularity from 1910-1925;

the theories of Taylor and Fayol and those
45
of Gulick and Urwick are most often cited.
Gulick and Urwick
enlarged Fayol's list of elements to describe the functions of ad-

ministration;

thus, POSDCORB, an acronym for planning, organizing,

staffing, directing, coordinating, reporting and budgeting became the
starting point for many writers in the various areas of administration.

The leader was viewed

ganizational engineer."

~s

an efficiency expert or as an "or-

The important tasks of the leader were

those concerned with (1) authority, (2) delineation of responsibility
and its relationship to authority, (3) authority delegated in consideration of a unity of command, and (4) the relationship of line
and staff. 46

I

l

The human relations movement influenced management during the
late 1930's and during the. 1940's. 47

Follett, Mayo and Roethlisberger

44 Ibid.

-

45

Robert G. Owens, Q.xgart~zational Behtlvior inScho9ls (Englewood
Pr~ntice~Hall, Inc., 1970), p. 9

Cliffs, New Jersey:

46 rJloyd E. McCleary and Stephen P. Hertcley, Secondar School
Administration: Theoretical Bases of Professional Practice New York:
Dodd; Mead & Co·.·, 1976y;- p. 105.

470wens, .2.E.· c1. t. , p. 10 .
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were among the leaders in developing the human relations concept in
administration; the concepts included those related to morale, group
48
.
democr,91 t.J.C supervJ.sJ.on
. .
.
dynamJ.cs,
and personne 1 re 1atJ.ons.
In recent times Getzels and Guba are mnong the most influential
advocates in advancing the concept of administration as a social process.

In their article, "Social Behavior and the Administrative Pro-

cess," they theorize that the process of administration deals primarily
with the conduct of social behavior in a hierarchical setting. 49 They
state that:
Structurally, we may conceive of administration as a
series of superordinate-subordinate relationships
within a social system. Functionally, this hierarchy
of relationships is the locus for allocating and
integrating. roles, personnel, and facilities to
achieve the goals of the system.SO
I'n their theoretical model Getzels-Guba maintain that the social system
is comprised of two major classes of phenomena.

One is the institution

(nomothetic dimension) which has certain roles and expectations which
will fulfill the goals of the system, and there are individuals (idiographic dimension) in the system; these individuals have certain personalities and needs.

Thus, Getzels and Guba state that the task of the

leaders in a:n organization is to ccmsider and "integrate the demands of
the institutions and the demands of the staff members in a way that it

48

Ibid.
49

J. W. Getzels and E. G. Guba, "Social Behavior and the Adminis~
trative' Process, 11 ~ol RJY}~~.,_, 65 (December, 1957), 423~441.
50
Ibid., p. 424.
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is at once organizationally productive and individually fulfilling." 51
Thus we find that the concepts about leaders have changed
through the

year~-

from that of an efficiency expert concerned pri-

marily with production output to that of emphasizing the human element
to that of recognizing the need for balance between the goals of the
organization and the needs of the individuals.
.,

The historical pro-

gression of the concept of leadership behavior is somewhat analogous
to the leadership-followership styles identified by Getzels-Guba:
the nomothetic which emphasizes the requirements of the institution
and the transactional style which recognizes the need for an awareness of the needs and the limits of both the individual and the
institution.
Study of Leadership
There have been many approaches to the study of leadership.
Historically, leadership studies were character-trait studies.

These

studies focused on the individual characteristics of effective leaders
as predictors of administrative performance.
following as common traits of leaders:
perseverance, and emotional stability. 52

Owens identified the

intelligence, imagination,
Barnard listed the five

qualities characteristic of leaders as vitality and endurance, decisiveness, persuasiveness, responsibility, and intellectual capacity. 53

51 rhii., p. 430.
52owens, ££.· cit., p. 119.
Mass.:

53chester I. Barnard, Organization and Management (Cambridge,
Harvard University Press, 1949), pp. 93-95.
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Pierce and Merrill found the following to be characteristic of leaders:
intelligence; knowledge; insight; originality and adaptability; initiative, persistance and ambition; judgment, responsibility, integrity,
conviction and self-confidence; dominance, and popularity and prestige.
Other characteristics were:

disposition (humor, constancy of mood and

emotional stability); cooperation; social activity and mobility; and
fluency of speech. 54
Stogdill identified the following as traits ·possessed by leaders:
intelligence, scholarship, dependability in exercising responsibilities,
and socio-economic status.

However, Stogdill concluded that a combin-

ation of traits alone does not make a leader; it was Stogdill's
contention that a person

a leader through the interaction
with the group with which he is working. 55
bec~mes

Another approach to the study of leadership which became
popular in the 1940's was the "Times Makes the Man" approach.
Johns and Reller credit this approach for possibly giving

11

Morphet,

emphasis

to the need for studying the leader in relation to his social environment. u 56

54rruman M. Pierce and E. C. Merrill, Jr., 1'The Individual and
Administrator Behavior" in Roald F. Campbell and Russell T. Gregg
(eds.), Administrative Behavior in Education (New York: Harper &
Bros., 1957), Chapter IX.
55tta1ph M. Stogdill, "Personal Factors Associated with LeadEn'ship, A Survey of the Literatu1•e," Journal of Psychology, 25 (1948),
35-71.
56Edgar L. Morphet, Roe L. Johns and Theodqre L. Reller,
Educational Organization and Administration (Englewood Cliffs, N.J.:
Prentice-Hall, Inc., 1967), p. 126.
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Another approach was the situational approach.

This approach

studies the leader in relation to a particular situation.
ministrators

typ~cally

School ad-

work with at least four different groups of

people who influence the manner in which he performs the administrative
functions of a school:

the community, the Board of Education, the school
district organization and the organized profession. 57
During the past two decades, the study of leadership has
centered on a behavioral-oriented approach.

This approach is concerned

with educational leadership defined as "that action or behavior among
individuals or groups which causes both the individual and group to
move toward educational goals that are increasingly mutually acceptable
to them. 1158
Barnard was among the first to relate the importance of the
followers to the leader.

In discussing the function of the executive,

Barnard stated that the
control from the view o£ the effectiveness of the
whole organization is never unimportant and is
sometimes of critical importancej but it is ih
connection with effiCiency (coopetati<>n and individUal satisfaction), which in the last analysis
embraces effectiveness, that the Viewpoint of the
whole is necessarily dominant.S9

57 Roa.ld :F. Campbell; "Situational Factors in Educational Adminis ..
tration,~" in Roald F. Campbell and Russell T. G:re~g (eds.), Admil)ist!_!..
tive Sehavior, ~n Edu.~~:tl.2!1 (New York: Harper & Bros., 1957), pp. 229 .. 232.
58 John A. Ramseytrr, 11A Ccmcept of f.!ducatiomli Leade:r.•ship, 11 L~~4.~;t;"'
ship fol:' Imp__:t~YlillL Inst:L'U.C!l2.!1 (WashingtOfl; D.C. : Associa t:Lon foFS'Upervision and Curriculum Development, National Education Assoeiation, 1960) 1
p. 27.

59chester I. Barnard, The Functions o£ the Executive CGambridge:
Harvard University Press, 1938), p. 238.

34

In discussing leadership, contemporary theorists describe, define and
study leadership in context with followers/groups.
The impapt of groups on leaders was studied extensively by
Hemphill.

60

As a result of his study, he identified fifteen dimensions

of groups:
1.

Size, the number of persons in a group.

2.

Viscidity, the feeling of togetherness or cohesion of
the group.

3.

Homogeneity, the similarity of group members to each
other.

4.

Flexibility, the degree to which the group adheres to
fixed modes of behavior.

5.

Permeability, the degree to which the group maintains
an .exclusive membership.

6.

Polarization, the degree to which the group's goals are
clear and definite.

7.

Stability, the degree of turnover in group membership.

8.

Intimacy, the degree of mutual acquaintance.

9.

Autonomy, the degree of independence from other groups.

10.

Control, the amount of control the group exercises over
its members.

11.

Position, the status of each member Within the group.

12.

Potency, the extent to which vital individual needs are
satisfied by group membership.

13.

Hedonic tone, the degree of satisfaction group members
obtain fl'Om g1•oup membership,

14.

Part:i.cipa tion, tl;.e spread of participa. tion among group
members.

60John K. Hemphill, Situational Factors in Leadership (Columbus:
Ohio State University, 1949).
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15.

Dependance, the degree to which group members depend upon
the group leader.61

Halpin maintains that the leaders are always confronted with
the task of the 'organization and with two duties:

(1) as a problem

solver/decision~maker,

As a group leader,

and (2) as a group leader.

the leader is committed not only to how well the· group accomplishes
the group task, but also to how well the group remains intact as a
group; their morale and cooperation among the group members are as
important as the group task.

62

Shartle identified the leader as an

individual who exercises positive influence acts upon others, an
individual who exercises more important positive influence acts than
any other member of the group or organization he is in, an individual
who exercises most influence in goal-setting or goal achievement of the

;--'

group or organization, an individual elected by a group as a leader
and/or an indiVidual in a given office or position of apparently high
. fl uence potent1a
. 1 . 63
1n
Mo:tphet, et

~·

defined leadership as "the influencing of the

actions, behaviors, beliefs, and feelings of one actor in a social
system by another actor with the willing cooperation of the actor

61 Ib1
. 'd ., pp.
62

...

31~~3.

Andrew W. Halpin, "A Paradigm for Research on Administrator
Behavior, 11 in Roald F. Campbell and Russell T. G·regg (eds.) Jl Administrative Behavl.o.r
. in -~~~~cat_i~ (New York: Ha:t•per & Bros., 1957),
pp. 166 .. 169.
63
carroll L. Shartle, "Studies in Naval Leadership, Part I, 11
Group Leadership and M~n, ed. Harold Guetzkow (Pittsburg: Carnegie
Press, 1951), pp. 121-122.
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being influenced. 1164 They describe leadership acts as those of (1)
helping a group to define tasks, goals and purposes, (2) helping a
group to achieve, its tasks, goals and purposes, (3) helping to maintain the group by assisting in providing for group and individual
needs.

65

Wiles describes leadership as a matter of helping a group

release its full ability, much as a catalytic agent promotes re.

act1on.

66

Myers investigated studies related to leadership and the
relationship of leaders to a group, and made the following generalizations about leadership:
1.

Leadership is the product of interaction, not status or
position.

I

I
' f'.

2.

Leadership cannot be structured in advance. The uniqueness of each combination of persons, of varying interactional patterns and of varying goals and means, and
of varying forces within and without impinging upon the
group will bring forth different leaders.

3. A leader in one situation will not automatically be a
leader in another situation.

4.

Le~dership does not result from a status position, but
rather how a person behaves in the organization.

5. Whether a petson is a leader in a group depends upon the
group's perception of him.

6.

The way a leader perceives his role determines his
actions.

7.

Most groups have more than o:rte pers·on occupying the

)'f"·~·--·

~

64Morphet, Johns and Reller,~~, p. 124.
65

.
Ibid. , p. 127.

66 Kimball Wiles, ~vision for Better Schools (New York:
Prentice-Hall, Inc., 1951), p. 24.
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leadership role.
8.

Leadership fosters positive sentiments toward the group
activity and persons in the group.

9.

Lead.ership may be democratic or autocratic but never
laissez faire.

10.

Leadership protects the critical group norms.

11.

Leadership is authority rendered to some who are perceived
by others as the proper persons to carry out the particular
leadership role of the group.

12.

Program development that involves only persons of a single
position (such as principals, supervisors or teachers) is
not as comprehensive or lasting as that which involves
people of various positions in the organization.67

Some writers have studied leadership by trying to determine various
styles of leadership.
As a result of studying how 232 elementary school principals
perform administrative tasks, Hemphill identified and described eight
administrative styles:
1.

High communication style. Principal characterized by
this style of work stressed cominunicating With others
about the problems they encountered in their work.

2.

High discussion style. Principals characterized by
this style placed unusually high emphasis upon the use
of face-to~face discussion in administration.

3.

High compliance style. This style characterizes prind.pals who generally followed suggestions made by others.

4.

High analysis style. Principals who were high with
respect to this style spent relatively more effort
than others in analyzing the situation surrounding
each administrative problem.

67 Robert B. Myers, "A Synthesis of Research in Leadership" (Unpublished paper presented to A.S.C.D., March, 1957), pp. 4-9, as cited
in Morphet, Jolms and Reller, p. 133.
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5.

High relationships style. This style refers to a high
concern with maintaining organizational relationships,
especially relationships with superiors.

6.

High,work-organization style. This refers to the principal's emphasis upon scheduling and organizing his own
work.

7.

High outside~orientation style. Principals high on this
style of administrative performance displayed greater
readiness than others to responding to pressures from
outside the school.

8.

High work-direction style. Principals who followed this
style tended to stress giving directions to others as an
important part of their work.68

Owens combined the investigations of White and Lippitt with
those of Bonner and Knickerbocker and identified five main leadership
styles:

Authoritarian, Democratic, Laissez Faire, Bureaucratic and
~--

Charismatic. 69 .
As a result of their studies, Tannenbaum, et al. described
their findings in terms of a continuum of leadership behavior.
Figure 1.

See

The description of the various points on the continuum

follows:
The Manager Makes the Decision and Announces It:
In thiS case, the boss identifies a problem, considers
alternative solutions, chooses one of them; and then
reports this decision to his subordinates for imple~
mentation. He may or may not give consideration to

68
John I<. Hemphill, "Personal Variables and Administrative Styles,"
in Daniel E. Griffiths (ed.), Behavioral Science and Educational Administration, 63rd Yearbook of the National Society for the Study of
Education, Part II (Chicago: The University of Chicago Press, 1964),
pp. 197 ... 198.

.

69

owens, ~ cit~, pp. 134-135.
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Figure 1
Continuum of Leadership Behavior
+-------------------subordinate-centered
leadership
Boss centered l e a d e r s h i p - - - - - - - - - - - - -
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Robert Tannenbaum, Irving R. Weschler, Fred Massarik, Leadership and Organization:
Behavioral Science Approach (New York: McGraw-Hill Book Company, 1961), p. 69.

A

what he believes his subordinates will think or feel
about his decision; in any case, he provides no opportunity for them to participate directly in the decisionmaking process. Coercion may or may not be used or
implied.
The Manager "Sells" His Decision:
Here the manager, as before, takes responsibility for
identifying the problem and arriving at a decision.
However, rather than simply announcing it, he takes
the additional step of persuading his subordinates to
accept it. In doing so, he recognizes the possibility
o£ some resistance among those who will be faced with
the decision, and he seeks to reduce this resistance by
indicating, for example, 'I'Jhat the employees have to
gain £rom his decision.
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The Manager Presents His Ideas, Invites Questions:
Here the boss who has arrived at a decision and who seeks
acceptance of his ideas provides an opportunity for his
subordinates to get a fuller explanation of his thinking
and his -'intentions. After presenting the ideas, he
invites questions so that his associates can better
understand what he is trying to accomplish. This give
and take also enables the manager and the subordinates
to explore more fully the implications of the decisions.
The Manager Presents a Tentative Decision Subject to Change:
This kind of behavior permits the subordinates to exert
some influence on the decision. The initiative for
identifying and diagnosing the problem remains with the
boss. Before meeting with his staff, he has thought the
problem through and arrived at a decision--but only a
tentative one. Before finalizing it, he presents his
proposed solution for the reaction of those who will be
affected by it. He says in effect, "I'd like to hear
what you have to say about this plan that I have developeq, I'll appreciate your frank reactions, but will
reserve for· myself the final decision.''
The Mariager Presents the Problem, Gets Suggestions, and
Then Makes His Decision:
Up to this point the boss has come before the group with
a solution of his own. Not so in this case. The subordinates now get the first chance to suggest solutions.
The manager's initial role involves identifying the
problem. He might, for example, say something of this
so:rt: . ''We are faced with a numbe:r Of complaints from
newspapers and the general public on our service policy.
What is wrong here? What ideas db you have for coming
to grips with this problem?"
The function of the group becomes one of increasing the
manager's repertoire of possible solutions to the problem.
The purpose is to capitalize on the knowledge and experience of those who are on the "firing line. 11 From the
expanded list of alternatives developed by the manager and
his subordinates, the manager then selects the solution
that he regards as most promising.
The Manager Defines the Limits and Requests the Group to
Make a Decision:
This represents an extreme degree of group freedom only
occasionally encountered in formal organizations, as for
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instance, in many research groups. Here the team of
managers or engineers undertakes the identification
and diagnosis of the problem, develops alternative
procedures for solving it, and decides on one or more
of these alternative solutions. The only limits
directly· imposed on the group by the organization are
those specified by the superior of the team's boss.
If the boss participates in the decision-making process,
he attempts to do so with no more authority than any
other member of the group. He commits himself in advance to assist in implementing whatever decision the
group makes.70
Getzels-Guba identified three leadership-followership styles:
1. . The nomothetic:

The nomothetic style emphasizes the nomothetic
dimension of behavior and accordingly places
emphasis on the requirements of the institution,
the role, and the expectation rather than on the
requirements of the individual, the personality,
and the need-disposition--the obligation of the
follower is to do things "by the book." The
standard of administrative excellence is institutional adjustment and effectiveness rather than
individual integration and efficiency.
2.

The idiographic:
Th~

idiographic style of leadership-followership
emphasizes the idiographic dimension of behavior
and accordingly places emphasis ort the requirements
of the indtvidual, the personality, and the needdisposition rather than on the requirements of the
institutibn, the role, and the expectation •.
the most expeditious route to the goal is seen as
residing in the people involved rather than in the
nature of the institutional structure. The basic
assumption is that the greatest accomplishment w111
octur, not from enforcing adherence to rigorously
defined roles, but from making it possible for e~th
pe:t•son to contt•ibute what is most rli11evant and mean~
ing:ful to him. . • . The standat•d o£ administrative
excellence is individual integration and efficiency

70

Robert Tannenbaum, Irving R. Weschler, and Fred Massarik,
Leadership and Organization: A Behavioral Science Approach (New York:
McGraw-Hill Book Company, 1961), pp. 70-72.
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rather than institutional adjustment and effectiveness.
3. The transactional:
The transactional style of leadership-followership
is intermediate between the other two . . . since
the goals of the social system must be carried out,
it is obviously necessary to make explicit the
roles and expectations required to achieve these
goals. And, since the roles and expectations will
be implemented by flesh and blood people with needs
to be met, the personalities and dispositions of
these people must be taken into account. . . . The
aim throughout is to acquire a thorough awareness
of the limits and resources of both individual and
institution within which administrative action may
occur . • . . Institutional roles are developed independently of the role incumbents, but they are
adapted to the personalities of the individual incumbents . . . the standard of administrative excellence is individual integration and efficiency,
satisfaction, and institutional adjustment and
effectiveness.71
Role of Women in Administration and Management

It is apparent from the literature that although women par.
ticipated extensively in
the labor force

jj

o~

..
t he United States 72 and

particularly in the public school systems, n women who aspire to be
in leadership positions still face discrimination and disadvantages
in being appointed to such positions.

This situation exists despite

legislation Which requires equal employment opportunities.

74 Astin;

71 Getzels and Guba, ~cit., pp. 438*439.
72
Won1en t s Bureau, W,qme~ .}Vorker s Todat.' ~ cit. , p, 1.
7311 Professionlll Woman,tt NBA, pp. 6/ .. 68.

74 california University Los Angeles Extension Service, ~cit.
,·.··;
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who studied women doctorates, reported:
The proportions of the total sample of respondents
citing experience with each of the different types
of discrimination were as follows: prejudice against
hiring a woman, 25 percent; differential salaries for
men and women with the same training and experience,
40 percent; differential sex policies regarding tenure,
seniority and promotion, 33 percent; unwillingness on
the part of the employer to delegate administrative
responsibilities and authority to professional employees, 33 percent, and other forms of sex discrimination, 12 percent.75
Studies of Ginder 76 and Noland and Bakke

77

substantiated the

perception that there is unwillingness on the part of the employer to
delegate administrative responsibilities and authority to professional
employees.

Oppenheimer stated that "whether or not women make effective

supervisors, employers and workers frequently seem to believe that
women supervisors are not as effective as men.

To the extent this be-

lief exists, it guides hiring and promotion policies. 1178

Saunders'

investigation of attitudes of superintendents and school boards in
Connecticut revealed that opportunities for women to pursue administrative careers are limited.

She concluded from her study that (1) in

a choice between two candidates (one male and one female) of equal
qualifications, a man would be chosen, and (2) women are likely to be

75Astin; ..2.E..!.. cit., p. 106.
7

~ander, ~ cit., p. 13.

77

Noland and Bakke,

~cit:.., pp.

33-·37.

78valerie Kincade Oppenheimer, The_E~male Labor Force in the
United States (Berkeley: University of California Press, 1971),
p. 109.
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appointed to central office supervisorial and coordination positions
. t end ency or to a pr1nc1pa
. . 1s hip. 79 Th e resu 1ts
as opposed t o a super1n
of Shreiber 1 s stydy showed the following:
1.

When candidates for an elementary school principalship
are equally qualified, male candidates will be selected
more often than female candidates.

2.

When the female candidate is very much more well qualified
then the female candidate will be selected more often.

3.

Men tend to select men more often than women in both
1 and 2 above.80

In a study involving all supervising principals in cities of
50,000 or more during 1960-61, Gross and Herriott surveyed 476 principals and 128 superordinates and 10 teachers for each principal.

They

found that the mean·score on the dependent variable, the Executive
Professional Leader Survey (EPL) for men and women principals were
identical.
•

.

They concluded that sex has no apparent relationship to

the EPL score.

81

Similarly, Barter surveyed a gtoup of teachers who

rated female and male principals.

She found that teachers rated both
82
groups equally .in ability and personal behaviors.
Other studies revealed that there is a difference between

79

80

Saunders, E.E..:_ cit.
Shreiber, ££.!..

slli

81

Neal Gross and Robert E. Herriott I s.t.a.f!_Leadership in Public
Schools (Ne\V' York: John Wiley & Sons, Inc., 196$}-;-p. 74.
Alice S. Barter, ''The Status of Women in School Administration,~"
Educational Horizon, 37 (Spring, 1959), pp.· 72~75.
82
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female and male leaders.

Newell found that female elementary school

principals showed more evidence of being "aware of the cognitive factor
of the learning process than did male administrators. 1183

Grobman and

Hines reported that females rank significantly higher than men as
democratic leaders. 84 Also, superordinates rated women higher on
"knowledge of teaching methods and techniques" than men.

They further

concluded that women tend to be more concerned with teaching, pupil
participation and evaluation of learning. 85 Hemphill, Griffith and
Frederiksen reported that after surveying 137 male and 95 female principals they found that the aspects of administrative performance most
characteristic of women were those reflected in Factors A, E and G.

86

Factor A is described as the act of exchanging information.
The abilities

~nd

knowledges associated with this factor include high

verbal krtowiedge and !acility, knowledge of elementary education,
school administration and facts about the general culture.

The person-

ality factors associated with Factor A include those of being sociable;
sensitiVe, trusting, to:hfidemt and relaxed.

A high scbi·e ort Factor A

83 taura Newell, 11A Sttidy of Instructional Awareness of Elementary
School Principals in Selected School Districts Throughout the United
States.'' DissE;rtatiort. .Abstracts,
21 1 , 524 (1960).
.... ·--~·'·'···

·-

·

84Hi1da Grohman lind Vynce Hines, "What Makes a Good Principal ?11
the. BuH~~tJtt .t?f the Na&!;~?.n~.t A!!.s.oc_iation ,_[Jf rSecol)d.ary _$chopi .~.i~dpal,s 1 40 1
(November, 1956)~ pp. 5~16.
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Ibid.

86John K. Hemphill, Daniel E. Griffith, and Norman Frederiksen,
Administrative Performance and Personalitl: A Study of the Princi)2al
in a Simulated Elementary School (New York: Bureau of Publications,
Teachers' College, Columbia University, 1962), p. 333.
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is indicative of a person concerned with teacher and pupil personnel
problems, especially with the reaction of pupils to the educational
program.

1

Factor E is described as the act of maintaining relationships.
Among the attributes of a person high on Factor E are those which
follow:

sociable, lively, sensitive, confident, dependent, concerned

with instruction, curriculum, personnel and public relations.
Factor G refers to the relating with outsiders.

The character-

istics of one ranking high on this factor include those which follow:
submissive, subdued, shy, stable, relaxed, concerned with objectives,
planning, evaluation and effects of teacher performance. 87
Male principals were characterized by Factors C and D.
C related to complying with suggestions.

Factor

Those ranking high on

Factor C are suggested to have the ability to reason and see relationships, to know general cultural facts, science and mathematics and to
learn new material rapidly.

They are aloof, shy, practical, skeptical,

independent, insecure, unstable and tense, unconcerned with objectives,
evaluation, planning and continuity, curriculum or child growth and
development.
Factor D related to analyzing the situation.

The general

abilities are similar to those of Factor C; the personality traits
are somewhat the .same.

A person rated high on Factor D is generally

not concerned with classroom climate or routines. 88

87
88

Ibid., pp. 328--329.
Ibid.
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The investigators further reported that "when performances
were evaluated by supervisors and teachers, it was found that both
groups were someo/hat negative toward male principals <md generally
positive toward female principals.

Furthermore, they concluded the

following:
The work of women principals was characterized to
a greater degree than that of men by asking subordinates for information. Men made more concluding
discussions, followed pre~established structures
more often and took a greater number of terminal
actions. In general, the difference between men and
women is that women tended to involve teachers,
superiors and outsiders in their work while the men
tended to make final decisions and take action without involving others.89
Van Meir investigated the suitability of men and women for
leadership positions, particularly the elementary school principal. 90
s h lp.

He used the Leader Behavior Description Questionnaire (LBDQ)

as his tool to collect data from the staffs of 10 female and 15 male
principals.

A total of 175 teachers were surveyed, an average of

seven from each staff.

Van Meir reported that the "teachers rated

female elementary school principals more highly than the male principals on composite behavior and on all twelve leader behavior dimensions under investigation.

The differences between means were sig-

nificant at the .OS level for composite leader behavior and for the
dimensions of persuasiveness, demand recognition, role assumption

----89 Ibid., p. 333.

90
James Edward Van Meir, "Leader Behavior of Male and Female
Elementary Principals," (Ann Arbor, Michigan: University Microfilms,
1971).
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. .
and pred 1ct1ve
accuracy. "91

Persuasiveness is defined as the "perceived degree to which an
individual uses yersuasion and argument effectively and exhibits strong
. t.10n1192 d emand recogn1t1on
. .
. d d egree to wh.1ch an
conv1c
as " t h e perce1ve
individual reconciles conflicting demands and reduces order in the
93
system";
role assumption as "the perceived degree to which an individual actively exercises the leadership role rather than surrenders
leadership to others"; 94 and predictive accuracy as "the perceived
degree to which an individual exhibits foresight and ability to prediet outcomes accurately." 95
In public secondary schools the percentage of women principals
dropped from 18. percent in 1950-51 to 3.8 percent in 1961-62. 96
Morsink reported that most frequently given reasons for such a decline

r-----II

are that "most women lack the appropriate graduate education to qualify
£or; the principalship; few women desire to leave teaching for administration; women must compete with men to obtain such positions; women

91 Ib'd.

-...2:._·, p. 198 .

92

Ra1ph M. Stogdill; Manual for_ the_ Leader. Behavior QUestionnai_re
Form X; An Experimental Revision (Columbus, Ohio: The Ohio State University; Bureau of Business Research, 1963), mimeographed report, p. 1.
93

Ibid.

94 Ibid.
95

Ibid.

96National Council of Administrative Women in Education, Wanted:
More Women in Educational Leadership (Washington, D.C.: National
·
Education Association, 1965), p. 4.
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often lack the career tenure to qualify; they lack the financial incentive to seek the principalship; and they are considered to be
. f er1or
.
1n
to men.,.1197

Morsink conducted an investigation similar to that of Van
Meir's with the exception that her population consisted of secondary
principals instead of elementary principals.

She conducted a study

in Michigan to determine if men and women behaved differently as leaders
as perceived by faculty members.

Morsink used the LBDQ with a sampling

of faculty members of 15 female and 15 male principals.
difference was found in the following behaviors:

No significant

(1) the ability to

tolerate uncertainty and postponement without anxiety and upset, (2)
the degree to which. an individual actively exercises the leadership role
rather than surrendering leadership to others, and (3) the degree to
which the leader regards the comfort, well-being; status and

tion of followers.

contribu~

'!'here were significartt differences with the women

scoring higher in the following behaviors:

(1) the degree to which an

individUal speaks and acts as the representative of the g:toup, (2)
the degree to which art individual reconciles conflicting demands and

reduces disorders in the system, (3) the degree to which an individual
uses persuasion and argument effectively and exhibits strong conviction,

(4) the degree to which the leader applies pressure for productive
output, (5) the degree to which the leader clearly defines his own

role and lets followers know what is expected of them, (6) the degree

-------·-·
97

Helen M. Morsink, "Leader Behavior of Men and Women Principals,"
Association of Secondary School Principals Bulletin, 54 (September,
1970), pp. 80-87~
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to which an individual allows followers scope for initiation, discussion and action, (7) the degree to which an individual exhibits foresight and abilitl to predict outcomes accurately, (8) the degree to
which an individual maintains a closely knit organization and resolves
intermember conflict, and (_9) the degree to which the leader maintains
cordial relations with superiors, influences them and strives for
. h er status. 98
h 1g

Morsink concluded that "if the appropriate secondary

principal is defined as one who more often speaks and acts as a representative of the group; is persuasive in argument; emphasizes production;
maintains cordial relations with superiors, influences them and strives
for higher status; the findings favor women as secondary school principals.tt99
Hoyle conducted a study to compare the manner in which male
.
.
. 100
and female principals make decisions or solve
problems.
He ad-

ministered the Problem Attack Behavior Inventory (PABI) to 30 'fexas
school faculties of which 21 worked with male administrators artd nine
worked with female administrators.

98

The five variables studied were:

1.

Problem-recognition behavior: the extent to which
an administrator appears to perceive situations that
are seen as problems by his staff.

2.

Ptbblem Analysis behavior: the extent to which an
administrator appears to discover and examine re ..
sponses to problem situations.

rb~d., pp. 86&87.

99 rbid., p. 87.
100
John Hoyle, "Who Shall be Principal, a Man or a Woman?" National
Elementary Principal, Vol. XLVIII, No. 3 (January, 1969), pp. 23 .. 24.
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3.

Group Participation behavior: the extent to which
an administrator encourages those with whmn he
works to use initiative to criticize and to involve
themselves in solving school problems.

4.

Administrator Action behavior: the extent to which
an administrator acts on problem situations, including the quality of his actions.

5.

Administrator Evaluation behavior: the extent to
which an administrator reviews the results of his
actions.

Hoyle concluded that "teachers described female administrators
as noticing potential problem situations (variable 1) and as reviewing
results in action (variable 5) significantly more often than did male
On other variables, differences were not significant. 11101

administrators.

Organizational Climate

The personality or climate of a school is generally represented
by an intangible observation of behavior of the staff.
.organizational
.'

climate as

0 the

Lonsdale defines

global assessment of the interaction

between the task-achievement dimension and the needs satisfaction
dimension within the organization, or in other words, o£ the extent
o
OJ:

th
. e

t. as k .. need s 1ntegra
.
. t'10n. 11102

The 1mpor
.
. t ance of t. h.e 1n
• t egrat1on
..

· of the task .. a.chievement dimension (nomothetic) wi.th the needs satisc----

faction dimension (ideographic) in the administrative process was also

101 Ib'd

_1_.,

102

p.. 24 .

Lonsdale,

£E.:_ ~it.
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stressed by Getzels and Guba. 103

Owens views organizational climate

as a "function of a dynamic interrelationship between the needs of the
individual

perso~

=

I

and the needs;of the organization as they are ex-

pressed by demands on the individual. 11104
The principal has an important role in the organizational
climate of a school.

Lonsdale maintains that the task of the leader

(principal} is to sustain the organization in dynamic equilibrium which
occurs through an integration of the task-achievement and need satis·
lOS
f act1on.
As a

Ha 1p1n
. d escr1'b es t h e 1ead er as hav1ng
.
a dua 1 ro 1e:

decision~maker

(1)

he is confronted with the tasks of the organization,

and (21 as a group leader he is concerned with the extent to which the
goals are achieved and with·the extent the group works together. 106
Barnard analyzed the functions of the executive as dependent on two
conditions:

(1) effectiveness which relates to the accomplislunent of

.the purposes, and (2) efficiency which relates to the satisfaction of
individuals. 107 Johnson maintains that the school principal; as a
single indiVidual, has a major effect on the school climate; and that
the principal is a chief agent in determining whether a school has an

103Getzels and Guba, ~ cit.
104o
. ~,
't
wens, ·.2E..!..
p. 169 .

lOSL ons da 1e,
1 06

107

~

.
.£:!:..h.

Halpin, "A Paradigm for Research . . . , "

.2£:._

cit._, pp. 166-169.

aarnard, The Functions of the Executive,

.2£:._

cit., pp. 60-61.

/
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open climate or a closed one. 108 Tirpak states that the personality
traits of a school principal have significant influence on the creation
and maintenance .Pf the organizational climate of the school. 109 After
studying the operational behavior of principals, Hines and Grohman
found that the manner in which the principal carries out his duties
affects the feelings as well as the actions of the teachers in his
school.

110

Shartle,

111

Morphet,

~

al.,

112

and Wiles

113

also describe

the leader as one involved in both the attainment of the organizational
goals and that of satisfying the needs of the individual within the
system.

It is evident that the principal, the leader of a school, is

the most .influential person in the school setting.

Trump states:

Although teacher militancy and student activism are
effecting some changes in school programs, the leader.ship style, the educational know-how, and the supervisory organizations that principals and their
assistants develop continue to be the most potent
factors in determining school excellence. We define
that excellence as the degree to Which learning is
more individualized, with each pupil developing his
owrt potential to the. 'maximum; teaching is more pro..-.
fessionalized, with the use of sounder methodology;

iOSMarci.Un Johnson; Organ.izadonal Climate and the A!!,option of
Educationa.l Innovations, Utah State University; February, 1969, ED
028 517, P• 6.
109Richard Daniel Tirpak; "Relationship between Organizational Climate of Elementary School and Personal Characteristics of the School
Prirtcipa1, 11 Dissertation Abstracts, Vol. 32 1 , 14$A (July~August, 1971).
110v. A. Hines and Hilda Grobman, "What Principal Does Matters,"
· '-Phi Delta J<aJ?.Ea.n (April, 1956), Vol. 37, 309.
111
Shartl e, £E.• d t.
112Morphet, Johns and Reller, £E.:.. ci.!.!_
113

Wiles, £E.:_ cit.
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who knew how to get what they wanted for the school.

The investigators

also found that in these schools the teachers shared the enthusiasm
and the high morl.).le which was generated by the principal.

The teachers

were exc1't ed ab ou t teac h'1ng. 117
Thus it is evident from the literature that the leader or the
principal in the case of schools is an important factor in the overall
organizational climate of a school.

The leadership behavior does have

an effect on.the productivity of an organization and the morale of its
workers.
Summary
The literature and r-esearch related to the role of women in

I
C----

i

I

educati:on and to leadership and organizational climate were reviewed
and reported in this chapter.

It was reported that women have always

contributed to the labor force of this country and that in the fieid
of education, there have been more women teaching than men; however,
women have had iess representation in leadership positions.

Further~

more, it was reported that women.. have been subject to discrimination
when applying for leadership positions; however; once in such positions they exhibit as much, and in some cases more, leadership behavior

than do men.
The last section o£ the chapter was devoted to an exploration
of organizational climate and the role o£ the leader or building

117
Keith Goldhammer and Gerald L. Becker, "What Makes a Good Elementary School Principal?" American Education, 6 (April, 1970), pp. 11-13.
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principal in the determination of the overall climate of a school.
The methods and procedures used in this research study are
reported in the

~ext

chapter.

The analyses of the data are reported

in Chapter IV, as well, and the recommendations and conclusions are
reported in Chapter V.

!

~~----
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CHAPTER III
/

METHODOLOGY AND PROCEDURES
A description of the study, the procedures used to collect the
data, the instrument used, and the hypotheses tested are presented in
this chapter.

The procedures described include a description of the

population and the sampling process.

The methods of analyzing the

data collected in the study are also presented.
Description of the Study
The study investigated the organizational climate of those
schools administered by female elementary school principals as compared
with those administered by male elementary school principals .. Those
fac'ets of the organization which were studied include the interaction
between the staff

~nd

the principal and those among the staff members.

The data cOllected reflect the perceptions of classroom teachers workirtg with each group of principals;
Procedures

Population
The population for this study are the public elementary schools
. in a county as identified by the county school directory, and the
teachers working in those schools.

All schools within the system
57

i
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containing grades from kindergarten to eighth, inclusive, comprised the
population.

Those schools excepted from the population were those

designated as (1) schools maintained solely for educationally handicapped, mentally handicapped and physically handicapped (deaf, hard-ofhearing, blind, or orthopedically handicapped) or a combination thereof,
and (2) juvenile halls.

Included in the population were all certificated

employees working in these schools on a full-time basis.
Among the elementary school districts, the average daily attendance in five districts is less than 901; the A.D.A. in six of the districts
is between 1,000 and 4,999.
A.D.A.

The remaining 11 districts have over 5,000

At the end of the 1971-72 school year the total A.D.A. for the

elementary school districts

~as

136,188, and the elementary grade A.D.A. of

the unified school districts was 67,445 for a grand total A.D.A. for the
elementary grades of 203,633.

1

The lowest pupil enrollment among the ele-

mentary school districts is 10, with 23,529 the largest;

the range of

pupil enrollment in the six unified school districts is from 5,103 to 37,445.
in the fall of 1971 the ethnic composition of the pupils in
the elementary school districts was .2 percent American Indian, 2.6
percent Negro, 2.5 percent Oriental, 17.6 percent Spanish surname,

18 percent nther nonwhite, and 76 percent other white. 3
1

santa Clara County, Office of Education, Dept. of Attendance and

Juvenile S.ervice, Data ..R!Jg~rding Schools o:f?. Santa Clara County (San Jose,
California: Santa Clara County Office of Education, 1972), pp. 2-23.
2
Ibid.
3santa Clara County Office of Education, Racial and Ethnic Data
(San Jose, CA.: Santa Clara County Office of Education, 1971), p. 45.

-

!-
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The total number of certificated personnel in the 37 school
districts during the school year 1972-73 was 113,792.
for this number was as follows:

The breakdown

elementary (non-unified), 5,850, and

/

elementary (unified), 2,910. 4
The range of the number of certificated personnel in the
elementary school districts is from one to 863 and the range of the
number of certificated personnel in the unified school districts is
from 225 to 1,925.

The range on an elementary school-by-school

basis is from one to 54 in non-unified school districts and from
5
three to 101 in unified school districts.
During the 1970-71 school year the median salary for elementary
school teachers

~~

this county was $ 10,865.

The state median salary

.6

that year was $ 10,303.

In the fall .of 1971, the ethnic composition of the total profess~onal

'

staff in this county was .2 percent American Indian, 1.7

percent Negro, 3.1 percent Oriental and 3.5 percent Spanish surname.
There were .3 percent other nonwhite and 91.3 percent white.

7

4santa Clara County Office of Education, pata Regarding Schools,
.2£.• Cit. , pp. 2-17;

. 5Glenn W. Hoffmann, Dir~ctory Santa Clara County Schools, 19721973 (San Jose, CA.:
PP• 14-75.

Santa Clara County Office of Education, 1972),

6

californi.a State Department of Education, Califo.!]ia Public
Sele~);ed Statl.stics, 197p-1971 (Sacramento, CA.:
State De·
partment of Education, 1972), p. 13.
Schoo_ls: .

7santa Clara County Office of Education, Racial and Ethnic Data,

.22.· cit. , p. 46.

I
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Selection of Sample
The number of schools in the study was 30 (15 administered by
females and 15 administered by males).

Using the county school

directory, all schools administered by females were numbered consecutively as one group and all schools administered by males were
numbered consecutively as another group.

Through the use of a table

of random numbers, 8 15 schools from each group were selected.

Methodology
An introductory letter was sent to the superintendent of the
30 selected schools requesting permission to contact the principal of
the specific schools.

(See Appendix A.)

A letter of endorsement from

the Association of California School Administrators was sought, and
'

granted.

A return form letter was included to facilitate the response

'from the superintendent.

(See Appendix B.)

After receiving permission

. to contact the school principal, the principal was then contacted by
phone and told that the study was to investigate organizational climates
of'schools and that the study would investigate, among other facets,
the differences perceived among respondents by sex, age, and years of
experience.

The principal was requested to permit the investigator's

representative to administer the questionnaire at a staff gathering at
an appointed time and date.

A confirming letter was sent.

(See

8Audrey Haber and Richard P. Runyon, General Statistics (Menlo
Park, CA.: Addison-Wesley Publishing Company, 1971), pp. 318-321.
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Appendix C.)

After the administration of the questionnaire, a letter

of appreciation was sent to the principal.
/

(See Appendix D.)

Instrument Used

The Organizational Climate Description Questionnaire (OCDQ)
(see AppendiX El, developed by Halpin and Croft, was the instrument
used to assess the staffts perception of the school climate.

The

OCDQ is a standardized instrument which has been used extensively
across the country.

It consists of 64 items with eight subtests, each

measuring a dimension of organizational climate.

The personality or

organizational climate is assessed by questions related to the characteristics of the leader and to the characteristics o£ the staff.
In essence, the questionnaire delVes into the various aspects of
social interaction in the schools.

The behavior of the principal

is measured by the subtests on Consideration, Thrust, Production

.

'

'

I,.

'

. of mapping

t

the domain of organizational cl:Unate; to identify and

1

---1

de.sc:r:tbe its di1llensions and to measure then1 in a dependable way. tt 10

9Halpin, Theor):': and Research in AadJ!linist.r.ation, £E.!.. cit.,
pp.

133~134.

10

Ibid., p. 132.

.L
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Halpin and Croft first conducted their studies with 71 selected
schools from six geographic regions of the United States.
71 schools they 9ad a total of 1,151 respondents.

From these

They started with

a bank of 1,000 sentences; each sentence describing an interpersonal
event or experience related to the teaching situation.

They obtained

their list of 1,000 sentences from graduate students, from in-depth
interviews

wit~

teachers who described critical incidents in social

interactions, from a search through the literature as well as
other instruments such as the LBDQ.
for clarity and for redundancy.

fro~

The 1,000 items were then screened

The 600 items which survived the screen-

ing served as the basis for the identification of the major dimensions
of the OCDQ.

Further screening was conducted, and by the time the

second form was developed, the number of items had been reduced to 160
and the items were grouped according to the source of interaction:
the leader, the group; the individual and procedures.

Through a series

t~

of cluster analyses and factor analyses, the dimensions were grouped
in a matrix.

See Table 4.

Halpin and Croft describe Social NMd as:

.," l

the behavior of individuals directed toward the
satisfaction of their own individual needs, or
·toward the establishment of positive social relations with others.ll
Th.us,.Consi<ieration and Intimacy describe social needs-oriented be-

havior; i]l the case o£ £s>rp~~d~;ratit?l!.' satilllfaction is derived from the

11

Halpin and Croft,~ cit., p. 20.
I
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Table 4
i

The Eight Dimensions of the ocoq 12

Group

Leader

Dimensions Associated
Primarily with SocialNeeds Satisfaction.

Esprit

Thrust

Intimacy

Consideration

Dimensions Associated
Primarily with
Aspects of Social
Control.

Disengagement

Production
Emphasis

Hindrance

Aloofness

leader; in the case of Intimacy, the satisfaction is derived from the
group.
According to Halpin and Croft, Social Control represents "the
printipai's behavior in directing and controlling the activities of
the group in order to accomplish the organization's goals. i• 13 The
dimensions of I.>isengage1nent (reflecting the group) and Aloofness
(refiecting the characteristic of the Leader) are primarily
or~ented

behaviors.

task~

Productiqn Emphasis also represents a form of the

principal's social control, the principal's orientation

towa~d direct~

ing and controlling the behavior of the teachers.
The procedural aspect o£ an organization was originally

12

Ibid., p. 35.

13

Ibid., p. 20.
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measured as a subtest within itself; however, during the cluster
analyses and factor analyses, Halpin and Croft found that all of the
procedural items:were found to recluster into a single subtest:
Hindrance.

Therefore, whereas none of the subtests are categorized

as Procedure, those behaviors related to procedures in the organization are identified in the subtest on Hindrance.
The dimension, Esprit, is not synonymous only with morale. Esprit
reflects the genuineness of the interaction between the principal and
the group.

Esprit provides an index to the "authenticity" of the

group's behavior; Thrust provides an index to the "authenticity" of
the principal's behavior.
Thrust is similar to "reality centered leadership" as described
by Argyris:

'.

···'

Effective leadership depends uport a multitude of con~
ditions. There is no one predeterm:l.ned; correct way
to behave as a leader. The choice of leadership pattern
should be based uport an accurate diagnosis of the
reality of the situation ih which the leader is im~
bedded. If one must hav'e a title for effective leader.ship; it might be called reality-~~ntered leadership.
Reality-centered leadership is not a predetermined set
of ribest ways to :irifluehce people. ri The only predis'positioh that is prescribed is that the ieader ought
to first diagnose what is reality and then to use the
appropriate leadership pattern. In making his cliagrtosis,
he must keep in mind that all indhtiduals see reality
through their own set of colored glasses. The reality
he sees may not be the reality seen by others in their
own private world. Reality diag110sis, therefore, re ..
quirGs self-awareness and awareness of others. This
leads us back ltttain to the properties o£ personality.
A rea.lity-o:dented leadtn• must also keep in mifid the
worth of the organhation. No ont:~ can make a real ..
istic appraisal if for some reason he weighs one
factor in the situation as always being of minimal
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.
14
1mportance.

This dimension 1 Thrust, measures a combination of the two factors
Initiating Strusture and Consideration which were tapped by the
LBPQ.

In discussing Thrust, Halpin and Croft state:
The principal who scores high on Thrust is not enslaved
by a narrow definition of his role nor does he seem to
be preoccupied with his status. He is more intent on
task accomplishment, on getting the job done, and on
moving the organization toward its goals. In a sense,
he is willing to "unfreeze" the organization from one
.stage of its development--even i f that stage be highly
satisfying to the group members in terms, for example,
of psprit or Consideration--and to take the risk of change,
confident that such change will result in a higher order
of organizational development which, in turn, will permit
a greater congruence between the social-needs satisfaction of .individual group members and the specification of their roles. To take this risk and to gamble
on the outcome of "unfreezing" the organization 1 the
principal "must stand for something." He also must be
open in letting his teachers and the school's patrons
know what, indeed, he does stand for. In short, he
must be "authentic."
Cortttast his behavior With that o£ the principal in the
Closed Climate. This principalis low Thrust, eombirted
with moderately high Aloofness and Prod1J¢.tion Emphi:].sis;
suggests that he uses his role to keep people at a dis~
tartce~ to limit his "partif to a two-dimehsiorta1 one,
and to re-enforce the present level of the organization 1 s
development (i.e., he insists that nobody rock the boat).
We would guess that he u·afraid to let go because letting
go will expose his lack of the professional skills necessary for embracing change. Lacking professional c~mpe·
tence, he must cling all the more tenaciously to his
· status. So he is compelled to "keep other people in
their place," and to emphasize reiteratively that, riwe
must move slowly. Changes must be made very g:radually."

14chris Argyris, personality and ~rganization (New York:
Harpers, 1957), p. 207.

,:f
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Because change represents so terrifying a threat to
him, he clutters the organizational system with
Hindrance. The result is high Disengagement and low

ESPrit.TI"

'

After obtaining scores on each of the eight subtests for each
school, Halpin and Croft constructed profiles for each school, and as
a result, identified six organizational climates on a continuum from
open to closed.
1.

15

A description of the six prototypes follows:

The Open Climate describes an energetic, lively organization which is moving toward its goals, and which
provides satisfaction for the group members' social
needs. Leadership acts emerge easily and appropriately
from both the group and the leader. The members are
preoccupied disproportionately with neither task
achievement nor social-needs satisfaction; satisfaction on both counts seems to be obtained easily and
almost effortlessly. The main characteristic of the
climate. is the •tauthenticity" of the behavior that
occurs among all members.

2.

The Autonomous Climate is described best as one
which leadership acts emerge primarily from the
The leader exerts little control over the group
high Esprit results primarily from social-needs
faction. Satisfaction from task-achievement is
present, but to a lesser degree.

3.

The Controlled Climate is characterized best as impersonal and highly task-oriented. The group's behavior
is directed primarily toward task accomplishment, while
relatively little attention is given to behavior
oriented to social~needs satisfaction. Esprit is fairly
high, but it reflects achievement at some expense to
soeial,-needs satisfaction. This climate lacks openness,
or "authenticity11 of behavior, because the group is disproportionately preoccupied with task achievement.

4.

The Familiar Climate is highly personal, but undercontrolled:-1'he members of this organization satisfy their
social needs, but pay relatively little attention to

,I

in
group.
members;
satisalso

Halpin and Croft, ~cit., pp. 106-107.

I
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social control in respect to task accomplishment. Accordingly, Esprit is not extremely high simply because
'the group members secure little satisfaction from task
achievement. Hence, much of the behavior within this
climate can be construed as "inauthentic.tt
/

5.

The Paternal Climate is characterized as one in which
the principal constrains the emergence of leadership
acts from the group and attempts to initiate most of
thes·e acts himself. The leadership skills within the
group are not used to supplement the principal's own
ability to initiate leadership acts. Accordingly, some
leadership acts are not even attempted. In short, little
satisfaction is obtained in respect to either achievement
or social needs; hence, Esprit among the mffinbers is low.

6.

The Closed Climate is characterized by a high degree of
apathy on the part of all members of the organization.
The organization is not "moving," Esprit is low because
the group members secure neither social-needs satisfaction
nor the satisfaction that comes from task achievement.
The memberst behavior can be construed as "inauthentic";
indeed, the organization seems to be stagnant.l6

· The reliability and validity of the OCDQ by Halpin and Croft
has been verified by their own follow-up investigations, as well as
those of

othe~s.

Halpin and Croft investigated the reliability of the

O.CDQ by using three different methods.

The results of these investiga-

tions are summarized on the following page.
And~ews

See Table S.

conducted several studies to determine the construct

validity of the OCDQ.

Sax states that "Construct validity is used to

gain supportive evidence for a theory or construct which a test is de. signed to measure. 1117

As a result of one study, Andrews concluded that

16the above descriptions of the six clbnates were abstracted from
Halpin and Croft, ~E~!~.' pp. 80-89.
17
Gilbert Sax, ~~pirical Foundations of Educational Research
(Englewood Cliffs, N.J.: Prentice-Hall, Inc., 1968), p. 173.
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Table 5
Estimates of Internal Consistency
and of Equivalence for the Eight·ocoq Subtests 18

I

Split Half
Coefficient of
Reliability,
Corrected by
the SpearmanBrown
Formula a

Correlations
between
Scores of
the Odd
Numbered and
Even Numbered
Respondents
in Each
Schoolb

Colllllllllality
Estimatesc
for Three
Factor
Rotational
Solution

(N•ll51)

(Na71)

(N=ll51)

Disengagement

• 73

.59

.66

Hindrance

.68

.54

.44

Esprit .

• 75

.61

.73

Intimacy

.60

.49

.53

Aloofness

.26

.76

.72

Production
Emphasis

.55

.73

.53

Thrust

.84

.75

.68

Consideration

.59

.63

.64

8

Estimation of internal consistency

bEstimate of equivalertce

~ese are lower bound; conservative estimates of equivalence.

1hi dCDQ, in it§ relatiortBhips with the ctharact•tistics of school staffs, demonstrated a large number
of relationships which were consistent with theoty,
some of which Were equivot;:al, and none of whicH wer~
inescapably intonsistent.l9
A sub .. stitdy by Schmidt compared the OCDQ sUl:ltest scores with the LBDQ

subtest

18

stores,~

and the :results indicated a. "ntunher of meaningfui

Ha1pin and Croft, BI.\.t.ctt.!,; p. 66.

lS)John lt. M. Andt•ews, 11 Schoo1 Organizational Climate: Some
Validity Stud:tes,t1 CtttUl~~ian Edu~ation am!.Ji,esf~.areh Dis_e.o!!, Vol. 5, No.
4 (December, 1965), 326.
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relationships between the two." 20

Paxton conducted a study to

investigate the relationship of the personality of the principal
measured by the Myers Briggs Type Indicator and the OCDQ and found
/

"many relationships between personality types and OCDQ subtest
21
scores."
Andrews reported that in Paxton's study all OCDQ subtest
scores except one showed significant F ratios across the 11 person22
ality types.
As a result of a study investigating the relationship between
teacher satisfaction and organizational climate, Andrews reported
significant relationships in six of the eight subtest scores. 23
In another study, Andrews reported that seven of the subtest scores
were significantly related to principal effectiveness.

Andrews
I

concluded that "the subtests of the OCDQ provided reasonably valid

i,_

measures of important aspects of the school principal leadership,
in the perspective of interaction with his staff. 1124
Watkins critiqued the OCDQ as a research tool and concluded
that "the OCDQ is a most promising research tool and has opened new

20

Ibid., p. 328.

21

Ibid., p. 329.

22 Ibid.

-Ibid.

----

23
·,1.'

f.,

24.~P-td.·;

p. 333.
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directions in the study of school organizations. 1125
Pritchard conducted a study in 1966 to determine the concurrent
validity of the OCDQ.

He concluded that "the eight subtest dimensions

of the OCDQ are viable concepts which can be used to assess the favorability of work atmosphere. surrounding an elementary school." 26
Hypotheses of the Study
The study was based on the following null
Hypothesis 1.

hypothes~s:

There is no significant difference in organiza-

tional climate between those schools administered by female principals
and those schools administered by males, as perceived by teachers.
Hypothesis 2.

There is no significant difference between

female and male elementary school principals in the leader behavior
of Consideration, as perceived by teachers.
~ypoth~sis

l

(

3.

There is no significant difference between

femaie and male elementary school principals in the leader behavior
of ThrUSt,

as perceived by teachers.

1-lYPothesis 4.

There is no significant difference between

female and male elementary school principais in the leader behavior

of Ptoduoti,on Emphasis, as perceived by teachers.

25J, Jloater Watkins) "The OCDQ--An Application and Som~ In1p1ica ..
tions, 11 E,dt~~a~JOJ1al f\.4minhtrati va Quart,Q;t'~l' VoL IV, No. 2 (Spring,
. 1968) J

47~60.

26

James Leon Pritchard, Validation of the Organi.zational Climate
Description Questionnaire Against Perceptions of Non-Faculty School
Personnel (Stanford, CA.: Stanford University, June, 1966), p. 108.
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Hypothesis 5.

There is no significant difference between

female and male elementary school principals in the leader behavior
of Aloofness,

a~

perceived by teachers.

Hypothesis 6.

There is no significant difference between

those schools administered by female and male elementary school principals in regard to Hindrance, as perceived by teachers.
Hypothesis 7.

There is no significant difference between

those schools administered by female and male elementary school principals in regard to Disengagement, as perceived by teachers.
Hypothesis 8.

There is no significant difference between

those schools administered by female and male elementary school principals in regard to Esprit,·as perceived by teachers.
Hypothesis 9.

There is no significant difference between

those schools administered by female and n1ale elementary school prin. cipals in regard to Intimacy, as perceived by teachers.
In addition to these hypotheses the study attempted to determine whether there is any difference (1) in the perception of the
principal's behavior between female and ma.le respondents, and (2) in
perception among respondents based on age groupings and based on
number of years of experience in public school work.
Analyses of the Data
The respondents recorded their responses on IBM forms and all
data collected in this study were then

keypunc~1ed

ford Computational Center, Stanford, California.

and run at the StanThe program used to
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score the OCDQ was developed by William A. Gilmore in 1971 and was
based on the directions provided by Halpin and Croft.
written in

FORT~

The program is

language.

In analyzing the data for Hypothesis 1, regarding the overall
Organizational Climate as perceived by the teachers working with female
principals as compared with those working with male principals, a score
for each subtest of the OCDQ was determined for each teacher; the scores
were then converted to standard scores in accordance with the Halpin
and Croft model.

The standard score for each subtest was then compared

with the_Open Climate score for that subtest.

The absolute difference

between the teacher's standard score and Halpin and Croft's Open Climate
score were totaled to indicate to what degree each of the teachers was
27
congruent with the prototypic profile of the Open Climate.
The
teachers' numerical differences were placed on a continuum, then
dichotomized:

those more similar to Open Climate and those less similar

to Open Climate.

An Analysis of Cross Tabulation was used to determine

if there was a difference between teachers working with female principals
when compared with teachers working with male principals.
For kypotheses 2 through 9, the comparison of specific leader
behaviors and staff behaviors, the statistical treatment involved the
· use o£ the t test.

The subtest scores obtained f::rom the schools ad . .

,ministered by females were compared with the subtest scores from the
.'

schools administered by males.
'

The analyses included determining the

relationship of the subtest to teachers' sex, age and years of exper27
p. 186.

Halpin, Theory and Research in Administration,

£E.:_

cit.,.

1-------
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ience.

The Multivariate Analysis of Variance was used to determine

these relationships.
Summary
The description of the study and the procedures were presented
in this chapter.

The study focused on the comparison of organizational

climates of schools administered by females with those administered
by male elementary school principals.

The sample was selected through

the use of a table of random numbers; thirty schools (15 administered
by females and 15 administered by males) were selected as the sample.
The OCDQ was administered to each of the 30 staffs as the source of
data.

The hypotheses of the study were stated in null form in this

chapter.

The statistical treatment of the data involved the use of

the multivariate analysis of variance; the data was run at the Stanford
.Computational Center in Stanford, California.

The presentation and

analyses of the data will appear in Chapter IV; the findings will be
interpreted and stated.
presented in Chapter V.

The conclusions and recommendations will be

CHAPTER IV
i

ANALYSES OF DATA
The purpose of this study was to compare the organizational
climate of schools administered by female principals with the organizational climate of schools administered by male principals.
purpo~e

For the

of this study, organizational climate was defined as "the

personality of the school; the psychological dynamics of the members of
the groupu 1 and as "the global assessment of the interaction between
the task achievement and the needs satisfaction within the organization.112 The study of organizational climate included the study of
specific leader behavio:r:s of the principal (Consideration, Thrust,
ProductionEmphasis, and Aloofness) and specific staff behaviors
(Hindrance, Disengagement, Esprit, Intimacy).

The analyses of the data

(

collected for this study are included in this

cl~pter.

Data regarding the comparison of organizational climate between
schools administered by female principals and schools administered by
male principals are incl11ded in the first section.

The results of

anc.illar:y investigations of the relationship of sex, age, and years of
experience of the teachers to organizational climate are also reported
,-,.

'!

1

Halpin and Croft;, .212.!. £it., pp. 1-5.

2

Lonsdale,

.

~cit.
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in the first section.
Data regarding the comparison of specific leader behaviors
demonstrated by female principals and male principals are reported in
the second section.

The results of ancillary investigations of the

relationship of sex, age and years of experience of the teachers to
their perception of leader behaviors (Consideration, Thrust, Production
Emphasis, and Aloofness) are also reported in the second section.
Data regarding the comparison of specific staff behaviors
demonstrated by the staffs of female principals and by the staffs of
male principals are reported in the third section.

The results of

ancillary investigations of the relationship of sex, age and years of
experience of the teachers to the behaviors of Hindrance, Disengagement,
Esprit, and Intimacy are reported in the third section.
Analyses of .the Sample.
All of the public elementary schools in a county administered
.. by female full time principals were numbered consecutively; all of the
public elementary schools in the county administered ·by male full time
principals were numbered consecutively.

A sample of fifteen schools

administered by each sex was selected by the use of a table of random
I

. numbers.

'

:Five hundred twenty-seven teachers were surveyed; this number

represents 91 percent of the teachers on these 30 staffs. Among the
part1c.ipants,.433 were identified as
males.

and 84 were identified as

The age distribution of the teachers who partidpated in this

survey was as follows:

. J

fema.l.~s

76

Under 25:

45

Between 26-34:

205

35~44:

131

Between 45-54:

104

/Between

Over 55:

31

The distribution in terms of the numbers of years of experience in
public school work was as follows:
0-4 years:

133

5-9 years:

166

10-14 years:

100

years:

52

15~19

Over 20 years:

52

Some teachers did not provide complete biographical data; consequently,
the total numbers vary slightly.
SECTION ONE:

0RGANIZAT10NAL CLIMATE

Mypothesis 1 stated that there was no significant difference
in orgartizationai climate in schools administered by female principals

as ·compared to those administered by male principals as perceived by
:..,

the teachers.
,,

· · Wa$

developed.

For each individual teacher; a profile of subtest scores
A comparison was rltade betw~en the individual teacher t s

I',!

profUe with the prototypic profiles for Open and Closed CHmates as
·developed by Halpin. 3 The total absolute nunlel'ical difference between

3Halpin, Theory and Research in Administration,~ cit., p. 136.
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organizational climate.

Data supporting these conclusions are provided

in Appendix F.
It was fvrther concluded that there was no significant difference among teachers of various ages in their perception of organizational
climate.

Data supporting this conclusion are provided in Appendix G.
It was concluded that there was no significant difference among

teachers with various years of experience in their perception of organizational climate.

Data supporting this conclusion are provided in

Appendix H.
The findings as a result of comparing the organizational climate
of schools administered by female principals with those administered
by male principals were reported in this section.

In summary, it was

concluded that there was no significant difference between the organizational climate of schools administered by female principals as compared
with those administered by male principals in the perception of
teachers.
Ancillary investigations were conducted to determine the relationship of sex, age and yeats of experience of teachers to organiZational
climate.

It was concluded that there is no significant relationship

betWeen organizational climate and sex of teacher, between organizational climate and age of teacher and betWeen organizational climate and
teachers'

yea~s

o£ experience,

-)
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SECTION TWO:

LEADER BEHAVIORS

Leader Behavior:

Consideration

Hypothesis 2 stated that there was no significant difference
between female principals and male principals in regard to the leader
behavior, Consideration, as perceived by teachers.

For the purpose

of this study, Consideration was defined as "behavior indicative of
friendship, mutual trust, respect, and warmth in the relationship between
the leader and members of the staff. 114

The mean score for male principals

was 72.99 with a standard deviation of 6.07.

The mean score for female

principals was 73.39, \'lith a standard deviation of 6.95.

A statistical

test for difference of means resulted in at value of 0.71, which is
less than the required critical value to be significant at the .OS level.
Therefore, the null hypothesis of no significant difference between
female principals and male principals in regard to the leader behavior,
\

Cqnsideration, as perceived by teachers,
sta~dard

wM

accepted.

The mean score,

deviation and t value obtained in comparing the female principals

With male principals irt the four leader behaviors are reported in Table 7.
Ancillary investigations were conducted to determine the relationship of sex of teacher, teacher 1 s age and years of experience and
'·.'

· · t;eachers' perception of. C(!nsideration.
· .. ·

Whereas the teachers did not

perceive any significant difference between female and male principals

; I'

,·

. ·in regard to Considerat!..211, there was a significant difference between

4Halpin, Theory and Research in A~_mini~t.ration, 2E.!_ cit., p. 151.
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TABLE

7

Means, Standard Deviations, and t Value of Mean Difference
in Leader Behavior Scores Reported by Sex of Principal

.JL

~

~

~

240
281

73.39
72.99

6.95
6.07

-o. 11

0.48

240
281

81.23
78.80

6.17
6. 73

-lt.29

o.oo

240
281

72.51 5.29
71.49 4.88

-2.26

0.02

240
281

71.17
70.07

-4.41

'

b:.2!l.:..

CONSIDERATION
Female Principals
Male Principals
THRUST
Female Principals
Male Principals
PRODUCTION EMPHASIS
Female Principals
Male Principals

F'

ALOOFNESS
Female Principals
Male Principals

3.87

o.oo

o.oo

female teachers and male teachers in their perception of Consideration.
These data are presented in Table 8.

There was no significant inter-

action effect between sex of principal and sex of teacher on the Vari'able, <;:onsideration.

TABLE

8

Analysis of Variance Results on Relationship between.
Sex of PrincijJal and Sex of Teacher on OCOQ Sub test, .Consideration
•,,r•

SOURCf!
...
Bllt.

ss

Sex ot Teacher

df

MS

F

·-

..

~

RA'tto

p

"

Sex of Principal

!let. Sele of Teacher.
sex df Pfii\d·par x

.

•'

.v,•

3.03

o.4a
o.oll

<.10

0.03'

0.81

NS

.. 1

21.43

0.51

127.66

1

127.68

1.10

1

1.10

. _21.43

.

NS
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A significant difference among teachers of various ages in
their perception of the leader behavior, Consideration, was found.
was concluded

It

there was a significant interaction effect between

th~t

sex of principal and age of teacher on this variable.

Teachers under

25 perceive male principals to demonstrate more Consideration than
female principals whereas teachers over 55 perceive female principals
to demonstrate more Consideration than male principals.
reported in Table 9.

These data are

The means of the various age groups are reported

in Table 10 and are reported by sex of principal.

The same information

is pictorialized on Profile Graph 2.

TABLE

Sex

o~

Analysis of Variance Results on Relationship between
Principal and Age of Teacher on OCDQ Subtest, Consideration

.....

..

SOURCE

ss

-·.

df

MS

F RATIO

:35.10

o.as

86.96

2.11

p

..

·"·

Bet. Sex of Principa
.·"

Bet. Age of 'i'eai:her

... . ..,.
-·
Sex of. Principal

9

X

, .. Age .of Teacher

35.1Ci

1

347;83

4

---

398.88

·-·

4

TABLE

0.36

NS

0.08

(.10

0.05

<·05

"·

99.72

2.42

10

Means. on Subteat1 Consideration, Reported by
Se~ of Ptincipal ~na Age OfTeanher
Under 2!l

:r

Male

.

'??

hi

35-44

..

Over 55

70.56

12.47

?3.41

74.96

78.50

73,79

72.57

72.92

13.36

72.82

I='--

83

PROFILE GRAPH

2

Means on Subtest, Consideration, Reported by
Sex of Principal and Age of Teacher
80.0
79.5
79.0
78.5
78.0
77.5
77.0

76.5
76.0
75.5
75.0
74.5
74.0
73.5
73.0
72.5
72.0
71.5
71.0
70.5
70.0

--- ....... __ ........

Under 25

Female principals
Male principals

35-44

26-34

45-54

Over 55

------·

It was concluded that there were significant differences among
teachers of various years of experience in their perception of Consideration.

It was further concluded that there was a significant interaction

effect between sex of principal and teachers' years of experience On
:this variable.

These data are summarized in Table 11.

The means of the

teachers with various years of experience are shown in Table 12 and are
pictorialized on Profile Graph 3.

In both the table and graph the infor-

mation is reported by sex of principal.
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TABLE

11

,-

Analysis of Variance Results on Relationship between
Sex of Principal and Years of Experience of Teachers
on OCDQ Subtest , Consideration
SOURCE

ss

Bet. Sex of PrinCipa

27.68

1

27.68

0.68

0.41

NS

Bet. Years Qf Exper,
liex Ot l:'nncJ.pal. h
Years of Exper.

541.33

4

135.33

3.34

0.01

<.ol

604.17

4

151.04

3.73

o.oo

<.ol

df

TABLE

MS

p

F RATIO

12

Means on Subtest, Consideration, Reported by
Sex oi Principal and Years of Experience of Teachers

~0-A

5-9

10-14

15-19

20+

FemaJ,e

71.20.

72.11

75.91

75.50

74.58

Male

72.98

72.90

72.58

71.75

75.21

PROFILE GRAPH

3

Means on'Subte~t, Consideration, Reported by
Sex of Principal and Years of Experience of Teachers

77.5
7'1.0
76.5
76.0
15.5
75.0
74.5
74.0
'll.S
73.0

I
I

I
I

I
- ... "- ... .._

72.5
72.0

'-..J

I

I

71.5
11.0

70.5
70.0
0•4

5-9

Female principals
Male principals

----~-

10-14

15-19

Over 20
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In summary, the null hypothesis of no significant difference in
the leader behavior, Consideration, between female and male principals
as perceived by

~he

teachers was accepted.

Ancillary investigations

indicated that there was a significant difference between female and
male teachers in their perception of Consideration; there was no significant interaction effect between sex of

prin~ipal

and sex of teacher.

Also, it was concluded that there were significant differences among the
teachers when grouped by age in their perception of Consideration.

The

results indicated a significant interaction effect between sex of
principal and age of teacher.

Furthermore, it was concluded that there

was a significant difference among teachers when grouped by years of
experience and a significant interaction effect between sex of principal
and teachers' years of experience.
Leader.Behavior:

Thrust

Hypothesis 3 stated that there was no significant difference
between female principais and male principals in regard to the leader
behavior; Thrust, as perceived by teachers.

For the purpose of thiS

study, Thrust was defined as ';behavior by the principal which is cha.r..:.
acterized by his evidefit effort in trying to 'move the organization,'
the principalis effort to motivate the teaGhers through the example
which he personally sets ,,;L1

The mean score £ot female principals on

this variable was 81. 2~~ with a standard deviation of 6.17.

The mean

'

L
--,
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score for male principals was 78.80 with a standard deviation of 6.73.
A statistical test for difference of means resulted in at value of -4.29
which is greater/than the required critical value to be significant at
the .01 level.

These data are presented in Table 7.

Therefore, the

null hypothesis of no significant difference between female principals
and male principals in regard to the leader behavior, Thrust, as perceived by teachers, was rejected.
Ancillary investigations were conducted to determine the relationship of the sex of teacher, teachers' age and years of experience
and Thrust.

Whereas there was a significant difference between female

and male principals in regard to the leader behavior, Thrust, there
was not a significant differ,ence between female and male teachers in
their perception of this behavior.

Furthermore, there was no signif-

icant interaction effect between sex of principal and sex of teacher on
Thrust.

These data are presented in Table 13.

TABLE

13

A1111iysili of Variance Results on Relationship between
Sex of Principal and Sex of Teacher on OCDQ Subtest, Thrust
''

· ... \.

'''

'·,,

SOURCE

ss

df

HS

Bet. Sex of Principe

771.22

1

771.22

18.34

o.oo

<.ol

Bet. Sex of Teacher.
sex ot 1'Unc1pa.1. x
Sex of Teacher

37.79

1

37.79

0.90

0,34

NS

10.49

1

1.0.49

0.25

0.62

NS

F RA'tlO

p
..

I

1---
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The results of an Analysis of Variance showed that 'there were
significan,t differences among teachers when grouped by age in their
perception of Thrust.

However, it was concluded that there was no sig-

nificant interaction between sex of principal and age of teacher on this
variable.

These data are presented in Table 14.

·.•

TABLE

14

Analysis of Variance Results on Relationship between
Sex of Principal and Age of Teacher on OCDQ Subtest, Thrust

ss

SOURCE
Bet. Sex of Principa

794.45

Bet. Age of Teacher

579.44

Sex of Principal X
,Age of Teacher ·

33.70.

df

MS

F RATIO

p

1

794.45

19.17

o.oo

<.01

4

144.86

3.50

0.01

<.01

4

8.42

0.20

0.94

NS

The results of an Analysis of Variance showed that there were
significant differences among teachers when grouped by years of experience in their perception of Thrust.
that there was
L

a signiticant interaction effect between se.x of principal

\

These data are

1' 1

J:lresented in t'able 15,

·,

Furthermore, it was concluded

and teachers• years o£ experience on this variable.

'.,i

.[

'the mean scores of teachers with different

il

· numbers of years of experience are shown in Table 16 and a:te pictorialized
:1

I',

·''

on Profile Graph 4.
by

sex of principal.

ln both the table and graph the data are reported

L·---
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TABLE

15

Analysis of Variance Results on Relationship between
Sell of Princ!p!ll and Years of £xperieuce of Teachers
on OCDQ Subtest, ~
SOURC~

ll!l

df

746.64

1

MS

F RA'l'lO

p

U!,M

Q,QQ.

2.90

0.02

--

·-·

Bet. !11111 of Principii)

..

Bet,
:;~li

..

'l:lliU'II ~~~

i>J,

·····

Exper,

t'rll\j;lpaJ.

741!.81,

A

Yl!;lrs pf Exper.

475.1-0

4

un.n

353,49

4.

88.37

,

..

--·

.-

··~.,.

..

<·9'

•.

:
1

1!

<.10

0.07

2olS
.-

(.ot

I_ ___ - -

[

TABLE 16.
Means on

__

Thrust, Reported by Sex of Principal
and Years . . of Experienpe of Teach~rs
Subt~st,

5-9

10-14

over 20

female·

80.22

n.46.

83.25

83.42

81.42

Male

78.46

78.47

78.24

79.39

81.18

PROFILE GRAPH

4

-Means of Teachers on Subtest, ~. Reported by
Sex of Principal and Years of Experience of Teachers
84.0
83.5
83.0
82.5
82.0
81.5
81.0
80.5
80.0
79.5
79.0
78.5
78.0
77.5
77.0

,

,' /

,•

/

-0-4

Female principal~
Male principals ·

.... -~----""' ""

5-9

------·

10-14

,""

.//

15-19

~--

Over 20
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In summary, the null hypothesis of no significant difference
between female and male principals in regard to Thrust as perceived by
the teachers was/rejected.

Ancillary investigations indicated that

there was no significant difference between sex of teachers with regard
to Thrust and there was no significant interaction effect between sex
of principal and sex of teacher.

Furthermore, it was concluded that

although there were significant differences among teachers when grouped
L--~

by age, there was no significant interaction effect between sex of
principal and age of teachers.

It was also concluded that there were

significant differences among teachers with various years of experience
and that there was a significant interaction effect between sex of
principal and teachers' yeaFs of experience.
Leader Behavior:

Production Emphasis

Hypothesis 4 stated that there was no significant difference
between female principals and male principals in regard to the leader
behavior, Production Emphasis, as perceived by teachers.
purpose of

t~is

For the

study, Production Emphasis was defined as "behavior by

the principal demonstrating close supervision of the staff and demonstrating the role of a 'straw boss,' behavior in Which communication is
"

\

'

'

,,one way and which does not demonstrate sensitivity to feedback from the

staf£. 116 The mean score for female principals on this variable was 72.51
J•,

~ w~th

a standard deviati.on of 5. 29.

The mean score for male principals

L_ __

90

was 71.49 with a standard deviation of 4.88.

A statistical test for

difference of means resulted in at value of 2.26, which is significant
at the .02 level,-

These data are reported in Table 7.

Therefore, the

null hypothesis of no significant difference between female principals
and male principals in regard to the leader behavior, Production Emphasis,
as perceived by teachers, was rejected.
Ancillary investigations were conducted to

dete~mine

the

rela~

tionship of sex of teacher, teacher's age and years of experience and
Production Emphasis.

It was concluded that there was a significant

difference between female and male teachers in their perception of the
leader behavior, Production Emphasis; however, there was not a significant interaction effect ·-between sex of principal and sex of teacher
on this variable.

The.se data are reported in Table 17.

Furthermore,

there were no significant differences among teachers when grouped according to age or years o£ experience, and no interaction effect between
sex 6£ principal and teacher'S age 6r sex of principal and years of
·r'l

eXperience.

These data are reported in tables 18 and 19.

TABtll

17

Analysis bf Variance Results on Relatidrtship between
Sex of Ptincipal and Sex of Teacher on OCDQ Subtest,
·
Production Emphasis

·.1

-·

....

Si!_ , _ df'

SOOltCii

Jlet. llax of IidiU:ipa

1:!1.39

Bet, Sex o£ 'l'oacher.

201.11

MS
127.39

F nA'i'IO

._,..

p

!i.oo

0.03

Sex of 'reacher

~

1.'18

-

~

201.11

1.89

o.oo

·-<.oi

4

7.78

0.31

o.sa

NS

-~

IIU ot l:'t:Lnc:Lpa.L

.

4

1

---- ---

<.05

~---
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TABLE

18

Analysis of Variance Results on Relationship bett;een
Sex of Principal and Age of Teacher on OCDQ Subtest,
Production Emphasis

ss

SOURCE

MS

df

p

F RATIO

Bet, Sex of Principa

137.67

1

137.67

5.36

0.02

(.05

Bet, Age of Teacher

143.12

4

35.78

1.39

0.23

NS

Sex of Principal X
Age of Teacher

67.41

4

16.85

0.66

0.62

NS

..

TABLE 19
Analysis of Variance Results on Relationship between
Sex of Principal and Years of Experience of Teachers
on OCDQ Subtest, Production Emphasis
SOURCE

ss

df

NS

F RATIO

Bet. Sex of Principa

143.94

1

143.94

5.62

0.02

<.05

Bet. tears of Exper.
sex ot l:'r:Lnc:LpaL A
Years of Exper.

199.37

4

49.84

1.94

0.10

NS

129.70

4

32.42

1.26

0.28

NS

p

In summary, the null hypothesis of no significant difference
between female and male principals in regard to the leader behavior,
Produd:ion Emphasis, as perceived by the tMchers, was rejected.

AnCil-

lary investigations indicated that there was a significant difference
I
~

-·· '
.I

!,

,,

·}~tween femaie and male teachers in their perception of this variable .

. Furthermore, it was concluded that there were no significant differences
I

among teachers when grouped by age or by years of experience.

~---
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Leader Behavior:

Aloofness

Hypothesis 5 stated that there was no significant difference
I

.

between female principals and male principals in regard to the leader
behavior, Aloofness, as perceived by teachers.

For the purpose of

this study, Aloofness is defined as "behavior by the principal which is
characterized as formal and impersonal; behavior which demonstrates that
the principal prefers to be guided by rules and policies rather than to
deal with teachers in an informal, face-to-face situation. 117

The mean

score for female principals on this variable was 71.17 with a standard
deviation of 3.87.

The mean score for male principals was 70.07 with a

standard deviation of 0.00.

A statistical test for differences of means

resulted in a t value of -4.41, which is more than the required critical
value to be significant at the .01 level.
Table 7.

These data are reported in

Therefore, the null hypothesis of no significant difference
.,_ __

· between female principals and male principals irt regard to the leader
behavior, 'Alo()f11ess, as perceived by teachers, is rejected.
Ancillary investigations were conducted to determine the rela· tiopship of sex of teacher, teacher's age and years of experience and
.their perception of Aloofness.

It was conCluded that there was no sig-

nificant difference between female teachers and male

teach~rs

in theit

·perception of the leader behavior, Aloofrtess_; fui'thermore, there was

no significant

intera~tion

effect between sex of principal and sex of

·teacher. These data are presented in Table 20.

}

!
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TABLE

20

Analysis of Variance Results on Relationship between
Sex of Principal and Sex of Teacher on OCDQ Subtest, Aloofness

SOURCE

ss

df

HS

Bet, Sex of Principa

146.60

1

146.60

0.58

1

19.52

1

. Bet, Sex of Teacher.
·sex of Pnncipal x
Sex of Teacher

0.58.
19.52

F RATIO

p

11.41

0.00

(.01

0.05

0.83

NS

1.55,

0.21

NS

A significant difference regarding Aloofness was found to exist
among the teachers when grouped by age; there was no significant interaction effect between sex of principal and teachers' age.

These data

are reported in Table 21.

TABLE

21

Analysis of Variance Results on Relationship between
Sex of Principal and Age of Teacher on.OCDQ Subtest, Aloofness
SOURCE
.

-

ss

d~

HS

F RATIO

p

Bet, Sex of Principa

137.79

1

137.79

11.14

o.oo

<.01

Bet. Age o£ Teacher

102.11

4

25.53

2.06

0.08

(,Hi

Sex of Principal X
ARe of Tea,cher

48.52

4

12.13

0.98

0,42

NS

It was further concluded that there were no significant differences among teachers when grouped according to the number of years of
experience in public school work;

It was also concluded that there was

no significant interaction effect between sex of principal and teachers'

94

years of experience in regard to Aloofness.

These data are reported in

Table 22.
.

TABLE

22

Analysis of Variance Results on Relationsh~p between
Sex of Principal and Years of Experience of Teachers
·
on OCDQ Subtest, Aloofness
SOURCE
Bet. Sex of Principa

1

Bet. Years of Exper.
Sex of Pnnc1pal X '
Years of Exper.

ss

F RATIO

p

df

MS

1

135.58

10.88

o.oo

(.01

41.72

4

10.43

0.84

0.50

NS

69.49

4

17.37

1.39

0.23

NS

135.58

In summary, the null hypothesis regarding no difference between
female principals and male principals in regard to the leader behavior,
Aloofness, as perceived by teachers, was rejected.

It was also concluded

that there was no difference between female and male teachers in their
perception of this variable and no interaction effect between sex of
principal and sex of teacher.

It was also concluded that there

were significant differences among teachers regarding Aloofness When
they were grouped by age, but no significant interaction effect between
sex of principal and age of teacher.

There were no significant

differ~

ences found among teachers when grouped according to the number of years
of public school experience; there was no interaction effect between
sex of principal and teachers' years of experience .

.:........_~

-----

.
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SECTION THREE:

STAFF BEHAVIORS

Staff Behavior:

•

Hindrance

Hypothesis 6 stated that there was no significant difference
between schools administered by female principals and schools administered by male principals in regard to Hindrance as perceived by the
teachers.

For the purpose of this study, Hindrance was defined as "the

teacherst feeling that the principal burdens them with routine duties,
committee demands, and other requirements which the teachers construe
as unnecessary busy work.

The teachers perceive that the principal is

hindering rather than facilitating their work. 118

The mean score for

schools with female principals was 72.84 with a standard deviation of
6.27.

The mean score for schools with male principals was 73.31 with a

standard deviation of 6.05.

A statistical test for difference of means

resulted in a t value of 0.86, which is less than the required critical
value to be significant at the .05 level.

I

l---

Therefore, the null hypothesis

of no significant difference between schools with female principals and
schools with male principals in regard to Hindrance as perceived by
teachers was accepted.

The mean score, standard deviation and t value

obtained in comparing the four behaviors of staff working with female
principals with the behaviors of staff working with male principals are
reported in Table 23.
Ancillary investigations were conducted to determine the rela-

8
Halpin and Croft,~ cit., p. 40.

,---
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TABLE

23
~

--

Means, Standard Deviation and t Value of Mean Difference
in Staff Behavior Reported by Sex of Principal

..1!....

Mean

S.D.

t Value

!!',Q,h

240
281

72.84
73.31

6.27
6.05

0.86

0.39

240
281

68.29
69.05

4.70
5.23

1. 73

0.08

240
281

80.05
79.93

5.01
4.97

-0.27

0.78

240
281

74.36
75.05

4.83
4.90

1.51

O.ll

.

,-

HINDRANCE
Female Principals
Male Principals
DISENGAGEMENT
Female Principals
Male Principals
ESPRIT
Female Principals
Male Principals
INTIMACY
Female Principals
Male Principals

tionship of sex of teacher, teacher's age and years of experience and
their perception of Hindrance.

It was concluded that there was no sig-

nificant difference between female and male teachers in their perception
of Hindrance.

It was further concluded that there was no significant

interaction effect between sex of principal and sex of teacher on this
variable.

These data are presented in Table 24.

h--

i'

tABLE 24
Analysis of Variance Results'on Relationship between
Sex of Principili and Sex of 'reacher on OCDQ Subtest, Hindrance
..

ss

SOURCE

·.

p

df

NS

1

37.96

1.01

0.31

1

12.73

0.34

0.56

1

41.05

1.09

0.30

F RATIO

....

!let. Sa& of l'r:i.ncipa

31.96

Bet. Salt of '1'1lacher.

12.13

~ lidK

ot

i!t'lrtCJ.piU

X

4l.OS

--

Belt of 'l'llacher

-

~

----

- - -·

-- -

---

NS
--

NS
NS

~----
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Furthermore, it was concluded that there were no significant
differences among teachers when grouped by age or when grouped by years
of experience.

It was also concluded that there were no significant

interaction effects between sex of principal and teachers' age and between sex of principal and teachers' years of experience on Hindrance,
as perceived by the teachers.

These data are reported in Tables 25

and 26.

TABLE

25

Analysis of Variance Results on Relationship between
Sex of Principal and Age of Teacher on OCDQ Subtest, Hindrance

ss

SOURCE

df

MS

p

F RATIO

Bet. Sex of Principa

31.93

1

31.93

0.84

0.36

NS

Bet. Age of Teacher

263.23

4

65.81

1. 73

0.14

NS

Sex of Principal X
i\ge of Teacher

94.88

4

23.72

0.62

0.65

NS

I

TABLE

i

26

I

Analysis of Variance Results on Relationship between
Sex of Principal and Years of Experience of Teachers
on OODQ Subtest, Hindrance

ss

SOURCE
Bet. Sex of Principa
Bet. Years of Exper.
:;ex ot .t'rl.ncl.paJ. A
Years of Exper.

I

F RATIO

p

df

MS

26.34

1

26.34

0.69

0.41

NS

29.04

4

7.26

0.19

0.94

NS

206.85

4

51.71

1.36

0.25

NS

f,----
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In summary, the hypothesis of no significant difference in the
staff behavior of Hindrance between schools administered by female
principals and schools administered by male principals was accepted.
Furthermore, there was no significant difference between female and male
teachers in their perception of Hindrance, nor were there significant
differences among teachers when grouped by age or years of experience.
There was no significant interaction effect between sex of principal
and age of teacher or between sex of principal and years of experience
of teachers.
Staff Behavior:

Disengagement

Hypothesis 7 stated that there was no significant difference
between schools administered by female principals and schools administered by male principals in regard to
the teachers.

Dis~~gagement,

For the purpose of this study,

as perceived by

Ois~ngagement

was defined

as "the dimension describing the degree to which a group is 'going
through the motions,' a group that is 'not in gear' with respect to the
task at hand. ,;g

The mean score for schools with female ptindpals was

68.29 with a standard deviation of 4.70.

The mean score for schools

with maie principals was 69.05 with a standard deviation of 5.23.

A

statistical test for difference of means resulted in a t value of 1.73,
which is more than the required critical value to be significant at the
.10 level.

Therefore, the null hypothesis of no significant difference

99

between schools with female principals and schools with male principals
in regard to Disengagement, as perceived by teachers, was rejected.
These data are reported in Table 23.
Ancillary investigations were conducted to determine the relationship of sex of teacher, teachers' age and years of experience and
Disengagement.

It was concluded that there was a_significant difference

between female and male teachers in their perception of Disengagement;
however, there was no significant interaction effect between sex of
principal and sex of teacher on this variable.

These data are reported

in Table 27.

TABLE

27

Analysis of Variance Results on Relationship between
Sex of Principal and Sex of Teacher on OCDQ Subtest, Disengagement

1

SOURCE

ss

Bet. Sex of Principa
liet, Sex of Teacher.
:;ex or l.'t1nc~pal X
Sex of 'I'eacher

p

df

MS

80.98

1

80.98

3.34

0.07

<.10

404.95

1

404.95

16.69

o.oo

<.ol

0.58

1

0.58

0.02

0.88

NS

F RATIO

The results of an Analysis of Variance showed that there was a
significant difference among teachers when grouped by age in their per~
ception of .Qisengagemen.~.

However, it was concluded that there was no

significant interaction effect between sex of principal and teachers'
age on ,!?isengagement.

-

......

~- ....._

-- --

--

-

These data are reported in Table 28.

- --

.............
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TABLE

28

Analysis of Variance Results on Relationship between
Sex of Principal and Age of Teachers on OCDQ Subtest, Disengagement

HS

F RATIO

p

1

93.46

3.81

0.05

(.05

289.45

4

72.36

2.95

0.02

(.05

61.96

4

15.49

0.63

0.64

NS

SOURCE

ss

Bet. Sex of Principa

93.46

Bet. Age of Teacher
Sex of Principal X
j\ge of Teacher

df

It was concluded that there were no significant differences
among teachers when grouped according to years of experience.

There

was no interaction effect between sex of principal and teachers' years
of experience on this variable.

These data are reported in Table 29.

29

TABLE

Analysis of Variance Results on Relationship between
Sex of Principal and Years of Experience of Teachers
on OCDQ Subtest, Disengagement ·

ss

df

MS

Bet. Sex of Principa

77.24

1

77.24

3.q

0.08

<.iO

Bet. Years of Exper,
::;ex ot l'rl.ncl.paJ. A
Years of Exper.

152.36

4

38.09

1.54

0.19

NS

163.86

4

40.96

1.66

0.16

NS

SOURCE

F RATIO

p

-·

In summary, the null hypothesis of no significant difference in
the staff behavior of

Q!~engagement

between schools administered by

female principals and schools administered by male principals as perceived by teachers was rejected.

Furthermore, it was concluded that

there was a significant difference between female teachers and male
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teachers in their perception of this variable.

It was also concluded

that there were significant differences among teachers when grouped by
age but not when.grouped by years of experience.

There were no sig-

nificant interaction effects between sex of principal and sex of
teacher, or between sex qf principal and age of teachers or between
sex of principal and teachers' years of experience.
Staff Behavior:

Esprit

Hypothesis 8 stated that there was no significant difference
between schools administered by female principals and schools administered by male principals in regard to the staff behavior, Esprit,
as perceived by teachers.

For the purpose of this study, Esprit was

defined as "the dimension referring to 'morale'; the teachers' feeling
that their social needs are being satisfied; and that they are, at the
same time; enjoying a sense of accomplishment in their jobs. 1110

The

me art score for schools administered by females was 80.05 With a standard
deViation of 5. 01.

The mean sco:re for sch6ois adnlinistered by male

principals was 79.93 with a standard deviation

of 4,97, A statistical

test for difference of means resulted in at value of 0.27, which is

iess t?-an the required critical value to be significant at the .05 level.
These data a:re reported in Table 23.

Therefore; the null hypothesis o£

no significant differertce between schoolS administered by female

prin~

cipals and schools administered by male pr:l.ndpals in regard to Esprit

10

Ibid.

J........

-------
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as perceived by teachers was accepted.
Ancillary investigations were conducted to determine the relationship of sex .of teacher, teachers' age and years of experience and
Esprit.

It was concluded that there was no significant difference

between female and male teachers in their perception of Esprit; however,
there was a significant interaction effect between sex of principal and
sex of teacher.

These data are reported in Table 30.

The means of the

schools are reported by sex of principal and sex of teacher in Table 31
and pictorialized on Profile Graph 5.

TABLE

30

Analysis of Variance Results on Relationship between
Sex of Principal·and Sex of Teacher on OCDQ,Subtest, Esprit
SOURCE

ss

df

MS

Bet. Sex of Principa

4.63

1

4.63

0.19

0.66

NS

Bet. Sex of Teacher.
Sex of Principal· X
Sex of Teacher

4.31

1

4.31

0.17

0.68

NS

109.99

1

109.99

4.47

0.03

(.os

F RATIO

p

I

i

I
I
i

TABLE 31
Means on Subtest, ~p~. Reported by
Sex of Principal and Sex of Teacher

Female
Female
Ptinoipal

80.36

Male

78.74

~

~!ale

·Prindpal

79.76

80.65

I

f-,--- - - - -
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PROFILE

GRAPH

5

Mejns on Subtest, Esprit, Reported by
Sex of Principal and Sex of Teacher

81.0
80.5
80.0

79.5
79.0
78.5

78;0
Female
Teachers

Male
Teachers

-----

Female principals - - - -..
Male principals

It was further concluded that there were differences among
teachers when grouped by age in their perception of Esprit and there
was significant interaction effect between sex of principal and age of
teachers.

These data are reported in Table 32.

The means of the

schools are reported by sex of principal and age of teachers in Table

1----

33 and are pictorialized on Profile Graph 6.
c----

TABLE
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32

Analysis of Variance Results on Relationship between
Sex of Principal and Age of Teacher on OCDQ Subtest, ~

'ss

SOURCE
Bet. Sex of Principa

p

F RATIO

HS

df

7.46

1

7.46

0.32

0.57

l'>S

Bet. Age of Teacher

535.90

4

133.98

5.69

0,00

<,01

Sex of Principal X
1\il.e of Teacher

183.67

4

45.92

1. 95

0.10

<..10

TABLE 33
Means on Subtest, Esprit, Reported by
Sex of Principal and Age of Teachers

Under 25

26-34

Female
Principal

77.62

78.79

Male
Principal

79.48

79.65

PROFILE

84.0
83.5

45-54

Over 55

80.72

81.94

83.00

79.26

81.04

81.23

35-44

GRAPH

6

Means on Subtest, Esprit, Reported by
Sex of Principal and Age of Teacher

83.0
82.5
82.0

-- --·

81.5
81.0
80.5
80.0
79.5
79.0

..--

78.5
78.0

77.5
77.0
Under 25

26-34

__ ...........

Female principals •-----~
Male principals

35-44

45-54

Over 55
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Furthermore, it was concluded that there were differences among
teachers in their perception of Esprit when they were grouped by years
of experience.

A significant interaction effect between sex of prin-

cipal and years of experience was found.
Table .34.

These data are reported in

The means of the teachers grouped by years of experienc.e are

reported in Table .35 and are pictorialized on Profile Graph 7.

~---

TABLE 34
Analysis of Variance Results on Relationship between
Sex of Principal and Years of Experience of Teachers
on OCDQ Subtest, Esprit

ss

SOURCE

df

HS

F RATIO

p

Bet. Sex of Principa

2.81

1

2.81

0.12

0.73

NS

Bet. Years of Exper.
Sex of PrinCTpaT Jr
Years of Exper.

502.63

4

125.66

5.34

o.oo

<.ol

287.05

4

71.76

3.05

0.02

<. .05

~----

TABLE 35
Heans on OCDQ Subtest, Esprit, Reported by
sex of Principal and Years of Experience of Teachers

10-14

15-19

Over 20

n_t.

S-9

Female

78.24

19.21.

81.32

82.61

81.62

Male

79.60

79.84

78.73

80.15

82.00

..
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PROFILE GRAPH

7

Mejns on Subtest, Esprit, Reported by
Sex of Principal and Years of Experience of Teachers
8t••. o
83.5

83.0
82.5
82.0
81.5
81.0
80.5
80.0

79.5
79.0
78.5

78.0
77 .s
77.0

0-4

5-9

10-14

15-19

Over 20

Female principals - - - Male principals

- - - .., • ..

In summary, the null hypothesis of no significant difference
between schools administered by female principals and schools administered
by male principals in regard to Esprit as perceived by teachers was
accepted.

There was no significant difference between female and

mal~

teachers ih their perception of Esprit; there was a significant interaction effect between sex of principal and sex of teacher on this variable.

There were differertces among teachers in their perception of

,Es.P..t~l when they were grouped by age and there was significant inter~
·,

action effect between sex of principal and age of teacher.

Furthermore,

there were significant differences among teachers when grouped according
to years of experience and a significant interaction effect between sex

-----
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~

of principal and years of experience.
Staff Behavior:

Intimacy

Hypothesis 9 stated that there was no significant difference
between schools administered by female principals and schools administered by male principals on the staff behavior, Intimacy, as
perceived by teachers.

For the purpose of this study, Intimacy was
/

defined as "the dimension which refers to the teachers' enjoyment of
friendly social relations with each other." 11

The mean score for

schools with female principals was 74.36 with a standard deviation of
4.83; the mean score for schools with male principals was 75.05 with a
standard deviation of 4.90.

A statistical test for difference of means

resulted in a t value of 1.51, which is less than the required critical
value to be significant at the .10 level.
Table 23.

These data are reported in

Therefore, the null hypothesis of no significant difference

between schools administered by female principals and schools administered by male principals in regard to Intimacy as perceived by
·teachers was accepted.
Ancillary investigations were conducted to determine the relationship of sex of teacher, teachers' age and teachers' years of experience and Intimacy.

It was concluded that there was no difference

between female and male teachers in their perception of Intimacy and
that there was no significant interaction effect between sex of principal

_......_

-----

~--

-----

108

and sex of teacher.

These data are reported in Table 36.

TABLE

36

Analysis of Variance Results on Relationship between
Sex of Principal and Sex of Teacher on OCDQ Subtest, Intimacy

SOURCE

ss

df

MS

Bet. Sex of Principa

52.53

1

52.53

2.22

0.14

NS

Bet. Sex of Teacher.
Sex of Pr1nc1pal X
Sex of Teacher

43.60

1

43.60

1.85

0.17

NS

35.25

1

35.25

1.49

0.22

NS

F RATIO

p

::::0

The results of an Analysis of Variance showed that there were no
significant differences among teachers grouped by age in their perception.
of Intimacy; however, there was a significant interaction effect between
sex of principal and age of teacher.

These data are reported in

Table 37; the means of the teachers grouped by age are shown in Table 38
and are pictorialized on Profile Graph 8.

TABLE

37

Analysis of Variance Results on Relationship between
Sex o£ Principal and Age of Teachers on OCDQ Subtest, Intimacy

ss

SOURCE
!let. Sell of l'rincipa
-·

..

liet. Age

at

'reacher

SeK of Prinaipal X
A!!e ut Teachot'

44.94
..

MS

df
1

44.94

~1.86

4

5.46

225.50

4

56.37

.

F RATIO
...

-

p

0.17

NS

0.23

0.92

. NS

2.41

o.os

<..os

1.92
..

-
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TABLE

38

Means on OCDQ Subtest, Intimae~, Reported by
.Sex of Principal and Age of Teachers
lin~<>,.

25

26-34

35-44

45-54

Over 55

Female

73,56

74.00

74.03

75.38

76.79

Male

75.21

75.57

74.85

74.60

73.53

PROFILE GRAPH

8

Means on Subtest, Intimae~, Reported by
Sex of Principal and Age of Teacher

i
I

I

77.5

I.

77.0
76.5
76.0
75·5
75.0

.. ....

__ ....

-

...... .... .... _...

74.5
74.0
73.5
73.0
72.5
72.0
71.5

I

71.0
70.5

I
26-34

Under 25

_

___ _

Female principals ..,._ _ _ __

....,.

Male principals

35-44

Over

55
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It was further concluded that there were no differences among
teachers when grouped by years of experience in their perception of
Intimacy.

It was also concluded that there was no significant inter-

action effect between sex of principal and teachers 1 years of experience.
These data are reported in Table 39.

TABLE 39
Analysis of Variance Results on Relationship between
Sex of Principal and Years of Experience of Teachers
on OCDQ Subtest, ~imacy

~----

SOURCE

ss

df

MS

Bet. Sex of Principa

51.95

1

51.95

2.18

0.14

NS

Bet. Years of Exper.
Sex of l'n.nc:Lpal X
Years of Exper.

78.00

4

19.50

0.83

0.51

NS

103.09

4

25.77

1.10

0.36

NS

F RATIO

p

I

In summary, the null hypothesis of no difference between schools

I

administered by females and by males in regard to Intimacy as perceived
by teachers was accepted.

There were no differences among teachers

when grouped by sex, age or years of experience.

There were no sig-

1j

nificant interaction effects between sex of principal and sex of teacher
or between sex of principal and years of experience; however, a

sig~

nificant interaction effect was found to exist between sex of principal
I

and teachers' age.
Summary

I

,-----

The results of the analyses of the data were reported in this
chapter.

The results indicated that there were no significant

111

differences in organizational climate between schools administered by
female principals and schools administered by male principals as perceived by teachers.

Therefore, hypothesis 1 of no difference was

accepted,
Hypothesis 2 stated that there was no signi.£icant difference
between female principals and male principals in regard to the leader
behavior, Consideration, as perceived by teachers.

The null hypothesis

was accepted.
Hypothesis 3 stated that there was no significant difference
between female principals and male principals in regard to the leader
behavior, Thrust, as perceived by teachers.

The null hypothesis of no

difference was rejected.
Hypothesis 4 stated that there was no significant difference
between female principals and male principals in regard to the leader
behavior, Production Emphasis, as perceived by teachers.

The null

hypothesis of no difference was rejected.
Hypothesis 5 stated that there was no significant difference
between female principals and male principals in regard to the leader
behavior, Aloofness, as perceived by teachers.

The null hypothesis of

no difference was rejected.
Hypothesis 6 stated that there was no significant difference
between schools administered by female principals and schools administered by male principals in regard to the staff behavior,
Hindrance, as perceived by the teachers.
difference was accepted.

The null hypothesis of no

~--~-
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Hypothesis 7 stated t'hat there was no significant difference
between schools administered by female principals and schools administered by male principals in regard to the staff behavior, Disengagement.

The null hypothesis of no difference was rejected.

Hypothesis 8 stated that there was no significant difference
between schools administered by female principals and schools administered by male principals in regard to the staff behavior, Esprit,
as perceived by teachers.

The null hypothesis of no difference was

accepted.
Hypothesis 9 stated that there was no significant difference
between schools administered by female principals and schools administered by male principals in regard to the staff behavior, Intimacy,
as perceived by teachers.

The null hypothesis of no difference was

I

!
accepted.
Findings from ancillary investigations regarding the relationship of sex, age and years of experience of teachers to organizational

:.---cc

climate, to the four leader behaviors and to the four staff behaviors
were also reported.

L___

:---

CHAPTER V
SUMMARY, CONCLUSIONS AND RECOMMENDATIONS
Summary
The Problem
The decline in the percentage of female elementary school

~-

principals fro1n 55 percent in 1928 to 21 percent in 19701 raises an
issue regarding the equal employment opportunities for all and the
proper utilization of our human resources.

Studies have been conducted

to determine the competence of females as public school administrators.
Van Meir investigated the perceptions of teachers regarding female and
male elementary school principals and reported that fentale principals were
rated significantly higher on composite leadership behavior than males
were.

2

Grohman and Hines reported in their study that female prin-

cipals ranked significantly higher than male principals as democratic
leaders as perceived by their subordinates.

3

Gross and Herriott found

that the mean score on the Executive Professional Leader Survey for
female principals and male principals was not significantly different. 4

1o

.
ppenh· e1mer,
££..:..

1---

.

~

2v

'
• , p. 198 .
an Meu,
£.E..:.. cl.t.

3
Grobman and Hines, ~cit.
4
Gross and Herriott,

~

cit.

'
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Barter surveyed a group of teachers regarding their perception of
female and male principals; she reported that teaclwrs rated both
groups equal in ability and personal behaviors.

5

Regardless of find-

ings such as these, opportunities for women to pursue careers in administrative work have been limited for numbers of reasons including
that of biases on the part of superintendents and school boards. 6
The question raised in this study pertains to the organizational climate of the schools administered by females as compared with
those administered by male principals.

In essence, this study was

concerned with the question, "Is there a significant difference in
organizational climate in schools ad1ninistered by females as compared
to those administered by males?"
Hypotheses
The first hypothesis was based on a comparison of the organizational climate of schools administered by females as opposed to
schools ad1ninistered by males, as perceived by teachers.

Hypotheses

2 through 5 were based on the comparison of specific behaviors

(Consi9eration, Thrust, J'roduction Emphasis and Aloofness) of the two
groups of principals, as perceived by the teachers.

Hypotheses 6

through 9 were based on a comparison of specific behaviors (Hindrance,
Oi~f;)ngagemt;;Jnt,

gsprit_ and rntim_acy) among the staff members working

with the two groups of
5

p~incipals.

Barter, ~ cit.
6
saunders, ~cit.

Ancillary investigations were
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conducted to determine whether differences of sex, age, and/or numbers
of years of public school experience of the respondents resulted in
differences in the perception of the respective,faculties.
Conclusions
Hypothesis 1:

There is no significant difference in organiza-

tional climate between those schools administered by female principals
I

!=--

as compared to those administered by males, as perceived by teachers.

'

The acceptance of the null hypothesis indicates that the personalities
of the schools administered by female principals and male principals
were found not to be significantly different.

The results indicate

that the degree to which there is an integration of task achievement
dimension and needs satisfaction dimension in schools administered by
females and males is not significantly different.

Thus it is concluded

that schools with female principals and male principals are perceived
by teachers not to be significantly different in organizational climate.

The vital role that the principal has in the organizational
climate of a school was reviewed in Chapter 11.

Essentially, the role

of the leader as perceived by Lonsdale involves sustaining the

organ~

I

I

I

ization through the integration of task achievement and needs satis£action;7 Halpin described a group leader as one concerned with the

goals to be achieved and the extent the group works together.

8

i
L

I

~------

Johnson

1

t

~--

7

,Lonsdale, £E.:.. d t.

8Halpin, "A Paradigm for Research on Administrator Behavior,"
£E..:_ cit.
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maintains that the principal of a school has a major effect on the
school climate.

9

This position is supported by other leaders in educa-

tional administration such as Shartle,
and Wiles.

12

10

Morphet, Johns and Reller,

11

Thus, the importance of the principal in the efficiency

and effectiveness of a school cannot be minimized.
.
t.1ons sue h as t h ose o f Gro bman and H"1nes, l3 Van Me1r,
· 14
I nves t 1ga

Hemphill, Griffith and Frederiksen,

15

and Newe11

16

have been conducted

to compare female and male principals and have reported findings which

..

r--

support the premise that females are as competent as males as school
principals.

These studies have focused on the behavior of the leader

instead of studying both leader behavior and staff behavior.

Studies

have not been made which directly support or refute the findings of
this study regarding each of the specific behaviors studied.
Hypothesis 2:

There is no significant difference between

female and male elementary school principals in the leaderbeqavior
of Consideration, as perceived by teachers.

9

Johnson,

10
11

Shartle,

The null hypothesis of

~cit.
~

cit.
i,_

Morphet, Johns and Reller,

12W'l
1 es,
13

~

~cit.

I

.
c1t.

~------

crobman and Hines, ~ cit.

1-

l__

14yan Me1r,
.

15
Hemphill, Griffith, and Frederiksen,
16
Newell, ~cit.

.......

~cit.

--- --

--
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no significant difference was accepted.

Female principals were per-

ceived to demonstrate as much concern regarding the human relationships
between staff and leader as were male principals.
consistent with those of Morsink and Van Meir.

This conclusion is

In investigating leader

behaviors of secondary school principals, Morsink found no significant
difference between female and male principals on the leader behavior,
Consideration, as perceived by teachers. 17 In a study regarding elementary school principals, Van Meir found similar results. 18 In both
studies, as it was found in this study, the difference was not significant.
Hypothesis 3:

There is no

signifi~;ant

differenc;e between

female and male elemeptary school principf;!-ls in the leader
of Thrust, as perceived by teachers..

b~ha:vior

The hull hyPothesis o£ no sigM

nificant difference was rejected; female principals were perceived
as demonstrating significantly more Thrust than male ptirtd.pai.s.
rejection

of this

hypothes~s

indicates that

femal~

prirtcipals are

The

i- - - - -

h---

per-

ceived tb be more task .. oriented than male ptirtcipals, that female
principals ate perceived

as

demonstrating lnore behavior which motivates

teachers by example than male principals.

lt is thus conciuded that

female pri11dpais are perceived to demonstrate mote effort to move
the organization toward its goals than do male prirtcipals.

The results
1-

~.---17M ' k
"t
or s 1n , .2E.:.. E..:.!..
18

van

Me1r,
·

~

•
c1t.,
p. 187 .
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of this study are supported by Morsink, who found female principals
to demonstrate significantly more "Initiation of Structure," which
was described as.behavior in which the leader clearly defines his
role and lets followers know what is expected of them.

19

The results

are also supported by the findings of Grohman and Hines, which indicated that females were found to be more concerned with teaching,
pupil participation and evaluation of learning,

20

and also by the

study of Hemphill, Griffith and Frederiksen, who reported that females
were found to be characteristically concerned with reaction of pupils
to the educational programs, whereas males were characterized as being
unconcerned with objectives, evaluation, planning and continuity, curriculum development or child growth and development.

21

Thus in the Morsink and Grobman and Hines studies, females
were found to be concerned with those activities which may be considered to be integral aspects in moving toward the goals of education, and in the study of Hemphill, Griffith and Frederiksen, male
principals were found to be unconcerned with aspects which might be
considered Vital to the goals of education.
The importance of Thrust as a trait among educational leaders
was suggested by Ramseyer and Halpin as well as Morphet, Johns and
Reller.

Ramseyer defined educational leadership as "that action or
r--------

1

19Mors1n
. k,

.

~ ~

20
Grobman and Hines,
21

~ cit.

Hemphill, Griffith and Frederiksen, ~cit.
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behavior among individuals or groups which causes both the individual
and group to move toward educational goals that are increasingly
mutually acceptable to them. 1122

Halpin maintained that leaders are

confronted with two tasks; one of these tasks is that of demonstrating
a commitment to the accomplishment of group tasks.

23

Morphet, Johns

and Reller described leadership acts as those including helping a
group to achieve its tasks, goals and purposes.

24
k--

Hypothesis 4:

I~

There is no significant difference between

I

female and male elementary school principals in the leader behavior
of Production Emphasis, as perceived by teachers.
of no difference was rejected.

The null hypothesis

Female principals were perceived to

monitor teachers more closely than male principals; female principals
were perceived to be less concerned with two-way communication than
were their male counterparts.

Thus, it is concluded that teachers in

this study perceive female principals to demonstrate more Production
Emphasis than male principals.
Female principals have been found to demonstrate more knowledge
of the curriculum and the learning process than male principals.

For

example, Newell found that female elementary school principals showed
more evidence of being "aware of the cognitive factor of the learning

22Ramseyer, ££.:_ _s1t.
•

~-~-1

23

Halpin,

11 A

Paradigm for Research on Administrator Behavior,"

£E.!_ cit., p. 20.

24

Morphet, Johns and Reller,~ cit., p. 124.
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process than did male administrators. 1125

Grohman and Hines reported

that female principals were rated higher on "knowledge of teaching
methods and techniquesU than were males. 26 They also found that
females were more concerned with teaching, pupils and evaluation of
learning.

Hemphill, Griffith and Frederiksen reported results which

indicated that female principals were characterized by such factors
as concern with objectives, planning and evaluation, and the effect of
teac h er per f ormance. 27
These findings provide a possible reason why females were perceived to monitor teachers more than males were.

The aforementioned

studies provide evidence to the effect that females have more knowledge
about the educational program; therefore, their concerns and questions
regarding the program may be more relevant, and thus they may be perceived as providing closer supervision of the instructional program.
H¥pothesis 5:

There is no significant difference between

female and male elementary school principals in the leader behavior
of Aloofness, as perceived by teachers.
difference was rejected.

The null hypothesis of no

The rejection of this hypothesis indicates

that female principals are perceived to be more formal and impersonal
than male principals; that female principals are perceived to be guided
!
I

L -- --

25

Newell, £E.:_ ci !..:._

26

Grobman and Hines, ~ cit.

27

Hemphill, Griffith and Frederiksen, ~~it.

r---
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by rules and policies and to prefer to follow the policies instead of
dealing with teachers in informal, face-to-face encounters.
concluded that

f~ale

It is

principals are perceived to keep themselves more

emotionally apart from the staff than are male principals.
Hypothesis 6:

There is no significant difference between those

schools administered by female and male elementary school principals
in regard to Hindrance, as perceived by teachers.

The staffs of both

groups of principals perceived themselves not to be significantly
different in regard to being burdened by busywork, routine duties and
committee work.

It is thus concluded that the staffs are not sig-

nificantly different in the degree to which they perceive the principal is hindering their work.
Hypothesis 7:

Th{;lre. is no. significant di.ffere11ce betwee:rj.

those schools .administeredby f~male and mall!l el¢tllentary school principalS ill. .regard to

Dis~rtgagemerit ~

as perteived PY. teac}:ler,s.

,----.-----

The null

hypothesis of no difference was rejected; schools with female prin""
cipals scored Significantly iower on Dis¢ngagement thart those with male
prit)Cipals.

'fhe rejection of the null hypothesis indicates that teach-

ers working with male principals perceive themselves to be simply going
through. the motions while working on a task more so than teachers
L __ _

working with female principals; teachers working with female principals
perceive themselves as achieving their goal more quickly than do their
peers who are working with male principals.

The teachers working with

male principals perceive themselves as having less group maintenance

'

-·~--
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than those working with females.
It is concluded that teachers working with female principals
perceive

themse~Ves

as being more goal-oriented and that the manner in

which they proceed to accomplish their goals is defined more clearly
than the process followed by teachers working with male principals.
29
The findings of Newe11 28 and Grobman and Hines,
as well as Hemphill,
Griffith and Frederiksen, 30 all of which resulted in evidence that
females are more knowledgeable and concerned with the goals of instruc-

F--

tion and pupil progress, may provide the reason for the difference in
the amount of Disengagement perceived in the two groups of schools.
Van Meir found female principals to score significantly higher on
"role assumption;" which was defined as the perceived degree to which
an individual actively exercises the leadership role rather than sur.

renders leadership to others.

31

Thus, female principals are perceived

to exert the leadership to move the organization toward its goals.
Hypothesis 8:
, those schools

There is no significant difference between

administ~red

by femaJe and male elementary school prin-:-

cipals, in regard to Esprit, as perceived by teachers.

The null hypo-

•' II
i

l

I

thesis of no difference was accepted; the findings indicate that there
is not a significant difference in Esprit. or morale in the schools

28

Newell, 2E.:_ cit.

29Grobman and Hines, ~cit.
30Hemphill, Griffith and Frederiksen, ~cit.

3lvan Me1r,
.

~

.
c1!.:_

I

11
L~-

L
l
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selves as enjoying the same degree of social relationships with one
another.

Halpin does not refer to the social needs satisfaction achieved

through this dimension as related to the accomplislunent of tasks or
~ t enance. 36
group ma1n

As a result of comparing the organizational climate of schools
administered by females and males, as perceived by teachers, the following conclusions were drawn:
1.

The organizational climate of schools administered by

~---

females does not differ significantly from the organizational climate of schools administered by males, as
perceived by teachers.
2.

There was no significant difference regarding the leader
behavior, Consideration.

Therefore, it was concluded

that there is no difference between female and male
principals in their concern with group maintenance, in
their behavior in demonstrating friendship, mutual trust,
respect and warmth to their staffs.

.)

Furthermore, there

was no significant difference between the staffs working
with female principals and the staffs working with male
principals in the staff behavior, Esprit.
3.

Female 'principals were perceived to be significantly more
task-oriented than male principals.

Female principals

36Halpin, "A Paradigm for Research on Administrator Behavior,"
£1?.!_ cit., p. 151.

~
I

----
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were perceived to be demonstrating more Thrust (concern
with moving the organization toward its goals), Production
Emphasis (to monitor the teachers closer), and Aloofness
(to be guided more by rules and policies) than the male
principals.
4.

There was no significant difference between the staffs
on the behavior, Hindrance; there was no difference in
the degree teachers felt that their work is hindered by
routine

dutie~

and busy work.

However, teachers working

with male principals perceived themselves as demonstrating
significantly more Disengagement than teachers working
with female principals.

Teachers working with male

principals felt that they go through the motions in
problem-solving more than those working with female
principals.
5.

Generally, there were no significant interaction effects
between sex of principal and sex and age of teacher.
There appeared to be greater interaction effect between
sex of principal and numbers of years of experience of
teachers than the other two relationships investigated.·

It was concluded that females are perceived by teachers to be
as competent in leadership roles in elementary schools as male principals .
.Specifically, female principals are perceived to demonstrate significantly more effort in motivating teachers toward the goals of the insti-

·L-----
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tution (Thrust) and in establishing procedures by which this can be
accomplished more quickly (less Disengagement).

The emphasis on goal

achievement was not at the expense of the group maintenance or needs
satisfaction.

The teachers working with female principals do not per-

ceive themselves as having any less Esprit than the staffs working with
male principals, and there was no difference between female principals
and male principals in the degree to which Consideration is demonstrated.
Based on the findings of this study, it is concluded that there
is no evidence to support the position that males are more competent
principals of elementary schools and that the selection of elementary
school principalships should be based on the qualities and experiences
of the individual and the sex of the applicant should have no bearing

I
!

on his/her candidacy.
Recommendations
The results of this study support the position that females
are perceived to be as capable, if not more so, than males as elementary
school principals.

In view of this conclusion, the following recommenda-

tions are made:
1.

Colleges and universities must adjust their training programs and counseling practices based on the premise that
females are suited for administrative and managerial positions as well as other positions other than those traditionally viewed as "female roles. 11

Females themselves

r-----
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must be encouraged to perceive themselves as capable of
alternative career positions.
2.

/

Personnel practices in school districts must encourage and
increase females in visible leadership roles at all levels.
Females should be accorded titles, authority and financial
remuneration commensurate with their responsibilities.
'·

School districts should actively support those staff

'--

members with leadership potential by involving them in
internship training programs concurrent with their
regular responsibilities.

:5.

Professional organizations such as the California Teachers
i

Association, the Association of California School Admin-

I

istrators and the California School Boards 1 Association
must actively address themselves to the problem of

dispro~

I
I

',!

l

L--·-

'JC

portionate numbers of females in leadership positions.

'I

The

findings of this study support the position of providing
equal access to administratiVe positions for all properly
qualified applicants, regardless of sex.
,
:

4.

In view of the :tindings of this study, it appears that
investigations in the following areas would be

enlight~

ening:
a.

A study of current trends in recruitment practices in
the public schools.

It would be of particular interest

I
I
' t-

,
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to study the practices in the selection of administrative personnel.
b.

A replication

of Saunderst study in regard to percep-

tions of superintendents and board members regarding
females in leadership roles.
c.

A study of financial remuneration and assignment of
titles to women as compared to males with comparable
responsibilities.

d,

A study of role conflict due to cultural expectations
of women in leadership positions.

e.

A study of promotion practices in universities and
colleges, as well as in business fields.

l---
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435 Shelford Avenue
San Carlos, California
March 8, 1973

Dr. Homer Daniels
Hause Unified School District
1758 Park Avenue
Hause, California
Dear Dr. Daniels,
I am in the process of conducting a study regarding the organizational
climate of elementary schools. In selecting a sample by the use of a
table of random numbers, the following schools in your school district
were selected:
Gardens School
Glenn School
Grove School
Hause School
Lincoln School
I request your permission to contact the principals of the above schools
regarding this project. The certificated staff of participating schools
will be asked to meet together for a thirty minute session at their own
school. They will be asked to fill out a questionnaire which will be
explained and administered by me or my co-workers. The results of the
questionnaire will be made available to the principal, at his/her request,
at a later date.

i
'

,

Although the information is being collected so that I can complete my
doctoral studies at the University of the Pacific, I do hope that the '
findings from the individual school will assist the principal in assess~
· ing the organizational climate of his/her school.
·
The study is endorsed by our professional organization, Association of
California School Administrators.
In order to facilitate your response, I am enclosing a form and an
addressed envelope. Your assistance in this matter will be greatly
appreciated.

L___ _
I
I
I

Yours very truly,
K. Jessie Kobayashi

/
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/

March, 1973

K. Jessie Kobayashi
435 Shelford Avenue
San Carlos, California 94070
(Please check one of the following and return the form.)
You have my permission to contact the principals of the
---.schools listed below to try to secure their cooperation for
·your study.
___You do not have my permission to contact the principals of the
schools listed below to try to secure their cooperation for
your study.
'

I

Signature

Name of School District

·L_
---,

L---

(

APPENDIX C
CORRESPONDENCE TO PRINCIPALS REGARDING STUDY

140

141

435 Shelford Avenue
San Carlos, CA. 94070

First of all, I thank you very much for making it possible for me
to collect data from your staff.
who has been
trained in the administration of the questionnaire will meet with
your staff on
at
Inasmuch as the
teachers will be filling out a questionnaire, it would be helpful
if they could be seated at tables, however, it is not necessary.
The certificated staff members assigned to your building on a full
time basis will be asked to complete the questionnaire. As the
building principal, you will not be asked to complete the questionnaire, however, I do hope that you will be able to introduce....---and to be present during the administration of the questionnaire.
If you wish the general results of the questionnaire administered
to your staff, please contact me at 967-6921 during the last two
weeks of June and I will meet with you to go over the findings
from your school.
If you wish an abstract of the results of the entire study, please
so indicate to
~--------------~

Again, thank you and please convey my appreciation to your staff
for taking time from their busy schedule to assist me.
Yours very truly,

K. Jessie Kobayashi
i
!

~l
!
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143

435 Shelford Avenue
San Carlos, CA 94070

I wish to thank you sincerely for the kind and supportive
reception which you and your staff at --------~----~--~-
She was most appreciative
extended to
of all that ----~------~~~was done to facilitate the administration of the
questionnaire.
Thank you again.
Yours very truly,
'

1

K. Jessie Kobayashi

1---1

1~----
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ORGANIZATIONAL CLIMATE DESCRIPTION QUESTIONNAIRE
Th~

purpose of this questionnaire is to secure a description of

the different ways in which teacl1ers interact and in which teachers
interact with the principal.

This questionnaire was developed at Ohio

State and has been widely used throughout the country.
Please indicate to what extent each of these descriptions characterizes

~school.

Please do not evaluate the items in terms of

"goodt' or "bad" behavior, but read each item carefully and respond in
terms of how well the statement describes your school this year.
Mark your response to each of the 64 items on the answer sheet.
A typical item and the descriptive scale on which to rate items is expla.ined below:
Example:

Teachers call each other by their first names.
A)
B)

C)
D)

Rarely occurs
Sometimes occurs
Often occurs
Very frequentiy dtcurs

!

l'.

In this example the teache1' shose alternative C to show that she felt that
· this action •1often occurs" at her school.

So she marked her response

sheet as follows:

A

B

==~=

-

c

D

E

Use the same four item descriptive scale for all 64 items.

answer space

a.

I
,I
,--

Oo not use
1-

Mark only one response per item; be sure to completely

erase all unwanted marks.
When you finish, please give the questionnaire and your answer
sheet to the examiner.

Thank you for your assistance.
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A)
B)
C)
D)

Rarely occurs
Sometimes occurs
Often occurs
Very frequently occurs

QUESTIONNAIRE ITEMS
1.

Teachers' closest friends are other faculty members at this school.

2.

The mannerisms of teachers at this school are annoying.

3.

Teachers spend time after school with students who have individual
problems.

4.

Instructions for the operation of teaching aids are available.

5.

Teachers invite other faculty members to visit them at home.

6.

There is a minority group of teachers who always oppose the majority.

7.

Extra books are available for classroom use.

8.

Sufficient time is given to prepare administrative reports.

9.

Teachers know the family background of other faculty members.

10.

Teachers exert group pressure on non-conforming faculty members.

11.

In faculty meetings,; there is the feeling of "let's get things done.'i

F-----

12. Administrative paper work is burdensome at this school.

iS.

Teachers talk about their personal life to other faculty members.

14.

Teachers seek speciai favors from the principal.

lS.

School supplies are readily available for use in classwork.

16.

Student progress reports require too much work.

17.

Teachers have fun socializing together during school time.

· 18.

Teachers interrupt other faculty members who are talking in staff
meetings.

19.

Most of the teachers here accept the faults of their colleagues.

20.

Teachers have too many committee requirements.

147

A)
B)
C)
D)

Rarely occurs
Sometimes occurs
Often occurs
Very frequently occurs

/

21.

There is considerable laughter when teachers gather informally.

22.

Teachers ask nonsensical questions in faculty meetings.

23.

Custodial service is available when needed.

24.

Routine duties interfere with the job of teaching.

25.

Teachers prepare administrative reports by themselves.

26.

Teachers ramble when they talk in faculty meetings.

27.

Teachers at this school show much school spirit.

28.

The principal goes out of his way to help teachers.

29.

The principal helps teachers solve personal problems.

30~

Teachers at this school stay by themselves.

31.

The teachers accomplish their work with great vim, vigor, and
pleasure.

32.

The principal sets an example by working hard himself.

.3.3.

·The principal does personal favors for teachers.

34.

Teachers eat lunch by themselves in their own classrooms.

35.

The morale of the teachers is high.

36.

The principal uses constructive criticism.

37.

The principal stays after school to help teachers finish their work.

38.

Teachers socialize together in small select groups.

39.

The principal makes all class-scheduling decisions.

40.

Teachers are contacted by the principal each day.

41.

The principal is well prepared when he speaks at school functions.

42.

The principal helps staff members settle minor differences.

43.

The principal schedules the work for the teachers.

. r

'L ___ _
I

I

---

t-~
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A)
B)
C)
D)

Rarely occurs
Sometimes occurs
Often occurs
Very frequently occurs

44.

Teachers leave the grounds during the school day.

45.

Teachers help sele.ct which courses wi 11 be taught.

46.

The principal corrects teachers' mistakes.

47.

The principal talks a great deal.

48.

The principal explains his reason for criticism to teachers.

49.

The principal tries to get better salaries for teachers.

50.

Extra duty for teachers is posted conspicuously.

51.

The rules set by the principal are never questioned.

52.

The principal looks out for the personal welfare of teachers.

53.

School secretarial service is available for teachers' use.

54.

The principal runs the faculty meeting like a business conference.

55.

The principal is in the building before teachers arrive.

56.

Teachers work together preparing administrative reports.

57.

Faculty meetings are organized according to a tight agenda.

' __
L

:58.

Faculty meetings are mainly

principal~report

meetings.

59.

The principal tells teachers of new ideas he has run across.·

60.

Teachers talk about leaving the school system.

61.

The principal checks the subject-matter ability of teachers.

62.

The principal is easy to understand.

63.

Teachers are

64.

The principal insures that teachers work to their full capacity.

i-

[_ _ _ _

info1~ed

of the results of a supervisor's visit.

_

t __
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Analysis of Crosstabs: Organizational Climate Perceived. by
Female Teachers and Reported by Sex of Principal
Female
Principals

Male
Principals

108

110

218

Open
24.9

25.4

91

Closed

124
21.0
234
46.0

Chi

215
28.6

199
2

50.3

49.7
433

54.0

100%

.

value • 1.99 with 1 degree of freedom

NS

Frequency Distribut~on by Percentages: Distribution on
Organizational Climate Continuum by Female Teachers Reported
by Sex of Principal

20%

'I

iO%

"''v,'

I

.-.""

......I

I

28

38

48

58

68

Female principals - - - - Male principals - · - - • • •

78

88

98

108

118

128

138

Analysis of Crosstabs: Organizational Climate Perceived
By Male Teachers and Reported by Sex of Principal
Female

Male

p r i UCLP3
i
S

p r i ncLpa
i
1s

17

151

40

23

Open
27.4

20.2
21

47.6

44

23

Closed

46

52.4

27.4

25.0

84

38
54.8

45.2

100.0%

Chi 2 value • 0.07 with 1 degree of freedom

NS

Frequency Distribution by Percentages: Distribution on
Organizational Climate Continuum of Male Teachers Reported
by Sex of Princtpal
30%
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I \
I \
I
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Analysis of Cross tabs: Organizational Climate as .Perceiv·ed
By Teachers Reported According to Age of Teachers

um<d er 25
24

-

26 - 34

-

35 44
64

99

45 54

0 ver 55

59

15

261

Opi!D

19.0

4.6
106

23

11.3

12.3
46

69

50.0

2.9
261

17

Closed
4.4

4r

2os
9.0

133
39.3

8.8

13.2

20.3

1os
25.5

Chi2 value • 2.18 with 4 degrees of freedom

522

32
20.1

50.0

3.3

6.1

100.0%

NS
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Analysis of Crosstabs: Organizational Climate as Perceived
By Teachers Reported According to Years of Experience
5-9

0-4

69·

15-19

10-14

55

77

29

Over 20
30

260

Open

Closed

134

166
25.8

9.1

17.1

12.5

19.7

5.8

6.7

49.9

4.4

53
12.3

50.1
259

23

64

102
32.0

5.6
35

47

89

65

10.6

14.8

13.3

519
10.2

100.0%

Chi 2 value • 3.10 with 4 degrees of freedom NS
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